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ﻣﻘﺪﻣﻪ
ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﻣﺠﻤﻮﻋﻪ ﺍﻱ ﺍﺯ ﺍﻗﺪﺍﻣﺎﺕ ﺳﺎﺯﻣﺎﻧﻲ ﻣﺎﻧﻨﺪ 
ﻛﺴﺐ ﺩﺍﻧﺶ، ﺗﻮﺯﻳﻊ ﺍﻃﻼﻋﺎﺕ، ﺗﻔﺴﻴﺮ ﺍﻃﻼﻋﺎﺕ ﻭ ﺣﺎﻓﻈﻪ 
ﻛ ــﻪ ﺑﻪ ﺻﻮﺭﺕ ﺁﮔﺎﻫﺎﻧﻪ ﻭ ﻳ ــﺎ ﻏﻴﺮ ﺁﮔﺎﻫﺎﻧﻪ ﺑﺮ ﺗﺤﻮﻝ ﻣﺜﺒﺖ 
ﺳ ــﺎﺯﻣﺎﻧﻲ ﺍﺛﺮ ﻣﻲ ﮔﺬﺍﺭﺩ، ﺗﻌﺮﻳﻒ ﻣﻲ ﺷﻮﺩ.]1[ ﮔﺎﺭﻭﻳﻦ ﻧﻴﺰ 
ﺗﻌﺮﻳﻒ ﻣﺸ ــﺎﺑﻬﻲ ﺭﺍ ﺍﺭﺍﺋﻪ ﻣﻲ ﺩﻫ ــﺪ، ﻭﻱ ﺍﻇﻬﺎﺭ ﻣﻲ ﻛﻨﺪ ﻛﻪ 
ﺩﺭ ﺑﺴ ــﻴﺎﺭﻱ ﺍﺯ ﻣﻜﺎﺗﺐ، ﻳﺎﺩﮔﻴﺮﻱ ﺑﻪ ﻋﻨ ــﻮﺍﻥ ﻓﺮﺍﻳﻨﺪﻱ ﻛﻪ 
ﺩﺭ ﻃﻮﻝ ﺯﻣﺎﻥ ﺁﺷ ــﻜﺎﺭ ﻣﻲ ﮔﺮﺩﺩ ﻭ ﺑﺎ ﻛﺴ ــﺐ ﺩﺍﻧﺶ، ﺩﺭﻙ 
ﻋﻤﻴﻖ ﺗﺮ ﻭ ﺑﻬﺒﻮﺩ ﻋﻤﻠﻜﺮﺩ ﻫﻤﺮﺍﻩ ﺍﺳﺖ، ﺗﻌﺮﻳﻒ ﻣﻲ ﺷﻮﺩ.]2[
ﺩﺭ ﺳ ــﺎﻝ ﻫﺎﻱ ﺍﺧﻴﺮ ﺍﻫﻤﻴﺖ ﻣﻄﺎﻟﻌﻪ ﻭ ﺗﺤﻠﻴﻞ ﻳﺎﺩﮔﻴﺮﻱ 
ﺳ ــﺎﺯﻣﺎﻧﻲ ﺍﻓﺰﺍﻳﺶ ﻳﺎﻓﺘﻪ ﺍﺳ ــﺖ ﻭ ﭘﮋﻭﻫﺸﮕﺮﺍﻥ ﻣﺨﺘﻠﻒ ﺍﺯ 
ﺭﻭﻳﻜﺮﺩﻫ ــﺎﻱ ﻣﺘﻔﺎﻭﺗ ــﻲ ﺑﻪ ﺗﺤﻠﻴ ــﻞ ﺁﻥ ﭘﺮﺩﺍﺧﺘﻪ ﺍﻧﺪ.]3[ ﺍﺯ 
ﺟﻤﻠﻪ ﺍﻳﻦ ﺭﻭﻳﻜﺮﺩﻫﺎ، ﺭﻭﻳﻜﺮﺩ ﺭﻭﺍﻧﺸﻨﺎﺳﻲ]5-4[، ﺭﻭﻳﻜﺮﺩ 
ﺍﺟﺘﻤﺎﻋﻲ، ﻭ ﺍﺯ ﺩﻳﺪﮔﺎﻩ ﺗﺌﻮﺭﻱ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻮﺩﻩ ﺍﺳﺖ.]8-6[ 
ﺍﺧﻴﺮﺍ ًﺑﻴﺸﺘﺮ ﺍﺯ ﻣﻨﻈﺮ ﺍﺳ ــﺘﺮﺍﺗﮋﻱ، ﺑﻪ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻪ 
ﻋﻨﻮﺍﻥ ﻣﻨﺒﻌﻲ ﺑﺮﺍﻱ ﺗﻤﺎﻳﺰ ﺑﻴﻦ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﻭ ﻫﻤﭽﻨﻴﻦ ﺍﺳﺎﺳﻲ 
ﺑﺮﺍﻱ ﺍﻳﺠﺎﺩ ﻣﺰﻳﺖ ﺭﻗﺎﺑﺘﻲ ﺩﺭ ﻧﻈﺮ ﮔﺮﻓﺘﻪ ﻣﻲ ﺷﻮﺩ ﻭ ﻣﻔﻬﻮﻡ 
ﺳ ــﺎﺯﻣﺎﻥ ﻳﺎﺩﮔﻴﺮﻧﺪﻩ ﻧﻴﺰ ﺍﺯ ﺍﻳﻦ ﺩﻳﺪﮔﺎﻩ ﻧﺸﺄﺕ ﮔﺮﻓﺘﻪ ﺍﺳﺖ 
ﻛﻪ ﻣﻮﺟﺐ ﺗﻐﻴﻴﺮ ﺩﺭ ﺭﻭﺵ ﻫﺎﻱ ﺳ ــﻨﺘﻲ ﻣﺪﻳﺮﻳﺖ ﻛﺴﺐ ﻭ 
ﻛﺎﺭ ﺷﺪﻩ ﺍﺳﺖ.]9[
ﮔﺎﺭﺳ ــﺎ ﻣﻮﺭﺍﻟﺰ ﻭ ﻫﻤﻜﺎﺭﺍﻧﺶ، ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺭﺍ 
ﻗﺎﺑﻠﻴﺖ ﺷ ــﺮﻛﺖ ﺑﺮﺍﻱ ﺣﻔﻆ ﻭ ﺑﻬﺒﻮﺩ ﻋﻤﻠﻜﺮﺩ ﺑﺮ ﺍﺳ ــﺎﺱ 
ﺗﺠﺎﺭﺏ ﮔﺬﺷ ــﺘﻪ ﺗﻌﺮﻳﻒ ﻣﻲ ﻛﻨﻨﺪ ﻭ ﺍﻳﻦ ﻗﺎﺑﻠﻴﺖ ﺭﺍ ﺗﻮﺍﻧﺎﻳﻲ 
ﻛﺴﺐ ﻭ ﺑﻬﺮﻩ ﺑﺮﺩﺍﺭﻱ ﺍﺯ ﺩﺍﻧﺶ ﺿﻤﻨﻲ ﻭ ﺻﺮﻳﺢ، ﺗﺸﺮﻳﻚ 
ﺩﺍﻧﺶ ﻭ ﺍﺳﺘﻔﺎﺩﻩ ﺍﺯ ﺩﺍﻧﺶ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻣﻲ ﺩﺍﻧﻨﺪ.]01[
ﺍﻣﺮﻭﺯﻩ ﺑﺎ ﺗﺄﻛﻴﺪ ﻓﺰﺍﻳﻨﺪﻩ ﺑﺮ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺩﺍﻧﺶ ﻣﺤﻮﺭ 
ﺑﻪ ﺟﺎﻱ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺗﻮﻟﻴﺪ ﻣﺤﻮﺭ، ﺩﺍﻧﺶ ﺍﺯ ﻋﻮﺍﻣﻞ ﻣﻬﻢ 
ﺩﺭ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎ ﺑﻪ ﺣﺴﺎﺏ ﻣﻲ ﺁﻳﺪ، ﻭ ﺑﺮﺧﻮﺭﺩﺍﺭﻱ ﺍﺯ ﺩﺍﻧﺶ 
ﻭ ﺍﻃﻼﻋﺎﺕ ﺭﻭﺯﺁﻣﺪ ﺑﺮﺍﻱ ﺍﺩﺍﻣﻪ ﺣﻴﺎﺕ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎ ﺑﻪ ﻳﻚ 
ﺿﺮﻭﺭﺕ ﺍﻧﻜﺎﺭﻧﺎﭘﺬﻳﺮ ﺗﺒﺪﻳﻞ ﺷﺪﻩ ﺍﺳﺖ. ﺑﻨﺎﺑﺮﺍﻳﻦ ﻣﺪﻳﺮﻳﺖ 
ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎ ﺑﺎﻳﺪ ﺑﺎ ﺗﻜﻴﻪ ﺑﺮ ﺩﺍﻧﺎﻳﻲ ﺑﺮﺗﺮ، ﺍﺗﺨﺎﺫ ﺗﺼﻤﻴﻤﺎﺕ 
ﻣﻌﻘﻮﻝ ﺗﺮ ﺩﺭ ﻣﻮﺿﻮﻉ ﻫﺎﻱ ﻣﻬﻢ ﻭ ﺑﻬﺒﻮﺩ ﻋﻤﻠﻜﺮﺩﻫﺎﻱ ﻣﺒﺘﻨﻲ 
ﺑ ــﺮ ﺩﺍﻧﺶ ﺭﺍ ﭘﻴ ــﺪﺍ ﻛﻨﺪ. ﺑﻪ ﻛﺎﺭﮔﻴ ــﺮﻱ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﺩﺭ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﻭﺳﻌﺖ ﻭ ﺗﻨﻮﻉ ﻓﻌﺎﻟﻴﺖ ﻫﺎ، ﺍﻫﻤﻴﺖ 
ﺁﻥ ﻫﺎ، ﭘﻴﭽﻴﺪﮔﻲ ﺳ ــﺎﺯﻣﺎﻥ ﻭ ... ﻧﻴﺰﺍﻣﺮﻱ ﺿﺮﻭﺭﻱ ﺍﺳ ــﺖ.
]11[
ﺍﺑﻌﺎﺩ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ
. 1 ﺗﻌﻬﺪ ﻣﺪﻳﺮﻳﺖ ﺑﺮﺍﻱ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ
ﻣﺪﻳﺮﻳ ــﺖ ﺑﺎﻳ ــﺪ ﺍﻫﻤﻴ ــﺖ ﻳﺎﺩﮔﻴ ــﺮﻱ ﺭﺍ ﺩﺭﻙ ﻛﺮﺩﻩ ﻭ 
ﻓﺮﻫﻨﮕﻲ ﺭﺍ ﺩﺭ ﺳ ــﺎﺯﻣﺎﻥ ﺍﻳﺠﺎﺩ ﻧﻤﺎﻳﺪ ﻛﻪ ﻛﺴ ــﺐ، ﺧﻠﻖ ﻭ 
ﺍﻧﺘﻘﺎﻝ ﺩﺍﻧﺶ ﺑﻪ ﻋﻨﻮﺍﻥ ﻳﻚ ﺍﺭﺯﺵ ﺑﻨﻴﺎﻧﻲ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﺩﺭ ﻧﻈﺮ 
ﮔﺮﻓﺘﻪ ﺷﻮﺩ. ﻣﺪﻳﺮﻳﺖ ﺑﺎ ﺻﺮﺍﺣﺖ ﺭﺍﻫﺒﺮﺩﻱ ﺑﻮﺩﻥ ﻳﺎﺩﮔﻴﺮﻱ 
ﺭﺍ ﺑﻴﺎﻥ ﻛﻨﺪ ﺯﻳﺮﺍ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﺍﺑﺰﺍﺭﻱ ﺍﺭﺯﺷﻤﻨﺪ ﺑﺮﺍﻱ 
ﺭﺳﻴﺪﻥ ﺑﻪ ﻧﺘﺎﻳﺞ ﺑﻠﻨﺪ ﻣﺪﺕ ﺍﺳﺖ.]01[
. 2 ﺩﻳﺪ ﺳﻴﺴﺘﻤﻲ
ﺍﻓ ــﺮﺍﺩ ﻣﺨﺘﻠﻒ، ﺑﺨﺶ ﻫﺎ ﻭ ﻧﻮﺍﺣﻲ ﺳ ــﺎﺯﻣﺎﻥ ﺑﺎﻳﺪ ﺩﻳﺪ 
ﻭﺍﺿﺤﻲ ﻧﺴ ــﺒﺖ ﺑﻪ ﺍﻫﺪﺍﻑ ﺳﺎﺯﻣﺎﻥ ﺩﺍﺷﺘﻪ ﺑﺎﺷﻨﺪ ﻭ ﺑﺪﺍﻧﻨﺪ 
ﻛﻪ ﭼﮕﻮﻧﻪ ﻣﻲ ﺗﻮﺍﻥ ﺑﻪ ﺗﻮﺳﻌﻪ ﺁﻥ ﺍﻫﺪﺍﻑ ﻛﻤﻚ ﻛﺮﺩ.
. 3 ﻓﻀﺎﻱ ﺑﺎﺯ ﻭ ﺁﺯﻣﺎﻳﺸﮕﺮﻱ
ﻳﺎﺩﮔﻴﺮﻱ ﺧﻼﻕ ﻳﺎ ﻫﻤﺎﻥ ﻳﺎﺩﮔﻴﺮﻱ ﺣﻠﻘﻪ ﺩﻭﻡ، ﻧﻴﺎﺯﻣﻨﺪ 
ﻓﻀﺎﻱ ﺑﺎﺯ ﺍﺳ ــﺖ ﻭ ﺑﻪ ﺍﻳﺪﻩ ﻫﺎ ﻭ ﻧﻘﻄﻪ ﻧﻈﺮﺍﺕ ﺟﺪﻳﺪ ﺩﺍﺧﻞ 
ﺳ ــﺎﺯﻣﺎﻥ ﻳﺎ ﺑﻴﺮﻭﻧ ــﻲ ﺍﻫﻤﻴﺖ ﻣﻲ ﺩﻫ ــﺪ. ﻫﻤﭽﻨﻴﻦ ﺍﻳﻦ ﻧﻮﻉ 
ﻳﺎﺩﮔﻴﺮﻱ ﺑﺎﻋﺚ ﻣﻲ ﺷ ــﻮﺩ، ﺩﺍﻧﺶ ﻓﺮﺩﻱ ﻫﻤﻮﺍﺭﻩ ﻧﻮﺳ ــﺎﺯﻱ 
ﺷﺪﻩ، ﮔﺴﺘﺮﺵ ﻭ ﺑﻬﺒﻮﺩ ﻳﺎﺑﺪ.
. 4 ﺍﻧﺘﻘﺎﻝ ﻭ ﻳﻜﭙﺎﺭﭼﻪ ﺳﺎﺯﻱ ﺩﺍﻧﺶ
ﭼﻬﺎﺭﻣﻴ ــﻦ ﻗﺎﺑﻠﻴﺖ ﺑﻪ ﺩﻭ ﻓﺮﺍﻳﻨﺪ ﻛﺎﻣ ــًﻼ ﻣﺮﺗﺒﻂ ﺑﻪ ﻫﻢ 
ﺍﻧﺘﻘﺎﻝ ﻭ ﻳﻜﭙﺎﺭﭼﮕﻲ ﺩﺍﻧﺶ ﺩﺍﺧﻠﻲ ﺑﺮ ﻣﻲ ﮔﺮﺩﺩ ﻛﻪ ﺑﻪ ﺟﺎﻱ 
ﭘﻲ ﺩﺭ ﭘﻲ ﺑﻮﺩﻥ ﺑﻪ ﺻﻮﺭﺕ ﻫﻤﺰﻣﺎﻥ ﺍﺗﻔﺎﻕ ﻣﻲ ﺍﻓﺘﺪ. ﻛﺎﺭﺍﻳﻲ 
ﺍﻳﻦ ﺩﻭ ﻓﺮﺍﻳﻨﺪ ﺑﻪ ﻭﺟﻮﺩ ﻗﺒﻠﻲ ﻇﺮﻓﻴﺖ ﺟﺬﺏ ﺑﺮ ﻣﻲ ﮔﺮﺩﺩ. 
ﻇﺮﻓﻴ ــﺖ ﺟﺬﺏ ﻛﻪ ﺗﻮﺍﻧﺎﻳﻲ ﺷ ــﻨﺎﺧﺖ، ﻛﺴ ــﺐ، ﻫﻀﻢ ﻭ 
ﺑﻜﺎﺭﮔﻴﺮﻱ ﺩﺍﻧﺶ ﺍﺳﺖ ﻣﻲ ﺗﻮﺍﻧﺪ ﻛﻪ ﻣﻮﺍﻧﻊ ﺩﺍﺧﻠﻲ ﺩﺍﻧﺶ ﺭﺍ 
ﺩﺭ ﺩﺭﻭﻥ ﺳﺎﺯﻣﺎﻥ ﺣﺬﻑ ﻧﻤﺎﻳﺪ.]21[
ﺍﺯ ﻃﺮﻓﻲ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ، ﻣﻮﺿﻮﻉ ﻣﻬﻤﻲ ﺍﺳﺖ ﺯﻳﺮﺍ ﺑﻪ 
ﻣﻬﻤﺘﺮﻳﻦ ﺳﺮﻣﺎﻳﻪ ﺍﺭﺯﺷﻤﻨﺪ ﺳﺎﺯﻣﺎﻧﻲ ﻳﻌﻨﻲ ﺳﺮﻣﺎﻳﻪ ﻓﻜﺮﻱ 
ﻣﺮﺑﻮﻁ ﻣﻲ ﺷﻮﺩ.]31[ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﺑﺎ ﺗﺒﺪﻳﻞ ﺳﺮﻣﺎﻳﻪ ﻫﺎﻱ 
ﺍﻧﺴ ــﺎﻧﻲ ﺑﻪ ﺩﺍﺭﺍﻳﻲ ﻫﺎﻱ ﻓﻜﺮﻱ ﺳﺎﺯﻣﺎﻥ ﻳﺎﻓﺘﻪ ﺑﺮﺍﻱ ﺳﺎﺯﻣﺎﻥ 
ﺍﻳﺠ ــﺎﺩ ﺍﺭﺯﺵ ﻣﻲ ﻛﻨﺪ.]51-41[ ﺍﻳﺠﺎﺩ ﻭ ﺗﻀﻤﻴﻦ ﻣﺪﻳﺮﻳﺖ 
ﺩﺍﻧﺶ ﺩﺭ ﻳﻚ ﺳﺎﺯﻣﺎﻥ ﻧﻴﺎﺯ ﺑﻪ ﺗﻮﺟﻪ ﺑﻪ ﺍﻫﺪﺍﻑ، ﺍﻧﻮﺍﻉ ﺩﺍﻧﺶ، 
ﺗﻜﻨﻮﻟﻮژﻱ ﻭ ﻧﻘﺶ ﻫﺎﻱ ﺳﺎﺯﻣﺎﻧﻲ ﺩﺍﺭﺩ . ﺑﺮﺍﻱ ﻣﻮﻓﻘﻴﺖ ﺩﺭ 
ﺩﺭﺍﺯﻣﺪﺕ، ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎ ﺑﺎﻳﺪ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﺭﺍ ﻧﻪ ﺑﻪ ﻋﻨﻮﺍﻥ 
ﺍﻧﻘﻼﺏ ﺗﻜﻨﻮﻟﻮژﻱ ﺍﻃﻼﻋﺎﺗﻲ ﺑﻠﻜﻪ ﺑﻪ ﻋﻨﻮﺍﻥ ﺭﺷﺪ ﻭ ﺗﺤﻮﻝ 
ﺳﺎﺯﻣﺎﻧﻲ ﺑﻨﮕﺮﻧﺪ.]61[
ﺭﺍﺑﻄﻪ ﻱ ﺑﻴﻦ ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ...
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ﻣﺪﻳﺮﻳ ــﺖ ﺩﺍﻧﺶ ﻓﺮﺍﻳﻨﺪ ﺍﻳﺠﺎﺩ، ﺛﺒﺖ، ﭘﺎﻻﻳﺶ، ﺍﻧﺘﺸ ــﺎﺭ 
ﻭ ﻛﺎﺭﺑﺮﺩ ﺩﺍﻧﺶ ﺍﺳ ــﺖ. ﺍﻳﻦ ﭘﻨﺞ ﻋﺎﻣﻞ ﺩﺭ ﺣﻮﺯﻩ ﻣﺪﻳﺮﻳﺖ 
ﺩﺍﻧﺶ ﺑﺮﺍﻱ ﻳﻚ ﺳﺎﺯﻣﺎﻥ ﺯﻣﻴﻨﻪ ﺁﻣﻮﺯﺵ، ﺑﺎﺯﺧﻮﺭﺩ، ﺁﻣﻮﺯﺵ 
ﻣﺠ ــﺪﺩ ﺭﺍ  ﻓﺮﺍﻫﻢ ﻣﻲ ﺁﻭﺭﺩ ﻛﻪ ﻣﻌﻤ ــﻮﻻ ًﺑﺮﺍﻱ ﺍﻳﺠﺎﺩ، ﺛﺒﺖ، 
ﭘﺎﻻﻳﺶ، ﺍﻧﺘﺸﺎﺭ ﻭ ﺍﺣﻴﺎء ﻗﺎﺑﻠﻴﺖ ﻫﺎﻱ ﺳﺎﺯﻣﺎﻥ ﻣﻮﺭﺩ ﺍﺳﺘﻔﺎﺩﻩ 
ﻗ ــﺮﺍﺭ ﻣﻲ ﮔﻴﺮﺩ. ﻣﺮﺍﺣﻞ ﺯﻳﺮﻛﻪ ﻧﺸ ــﺎﻥ ﺩﻫﻨ ــﺪﺓ ﻓﺮﺍﻳﻨﺪﻫﺎﻱ 
ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﺍﺳﺖ ﺗﻮﺳﻂ ُﺑﺲ ﺑﻴﺎﻥ ﺷﺪﻩ ﺍﺳﺖ:
ﺍﻳﺠﺎﺩ ﺩﺍﻧﺶ:•  ﺩﺍﻧﺶ ﺍﺯ ﺗﺠﺮﺑﻴﺎﺕ ﻭ ﻣﻬﺎﺭﺕ ﻫﺎﻱ ﻛﺎﺭﻛﻨﺎﻥ 
ﻧﺎﺷ ــﻲ ﻣﻲ ﺷﻮﺩ. ﺩﺍﻧﺶ ﺗﻮﺳ ــﻂ ﺍﻓﺮﺍﺩ ﺑﺎ ﻣﺸﺨﺺ ﻛﺮﺩﻥ 
ﺷ ــﻴﻮﻩ ﻫﺎﻱ ﺟﺪﻳﺪ ﺍﻧﺠ ــﺎﻡ ﻛﺎﺭﻫﺎ ﻳﺎ ﺗﻮﺳ ــﻌﻪ ﻋﻠﻢ، ﺧﻠﻖ 
ﻣﻲ ﺷﻮﺩ.ﮔﺎﻫﻲ ﺍﻭﻗﺎﺕ ﭼﻨﺎﻧﭽﻪ ﺩﺍﻧﺶ ﺩﺭ ﺳﺎﺯﻣﺎﻧﻲ ﻭﺟﻮﺩ 
ﻧﺪﺍﺷﺘﻪ ﺑﺎﺷﺪ ﺩﺍﻧﺶ ﺑﻴﺮﻭﻧﻲ ﻭﺍﺭﺩ ﺳﺎﺯﻣﺎﻥ ﻣﻲ ﺷﻮﺩ. ﻫﻤﺔ 
ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺩﺭ ﻗﺎﻟﺐ ﻋﻤﻠﻜﺮﺩﻫﺎ ﻭ ﻓﻌﺎﻟﻴﺖ ﻫﺎﻱ ﺳﺎﺯﻣﺎﻧﻲ، 
ﺩﺍﻧﺶ ﺭﺍ ﺧﻠﻖ ﻭ ﺍﺯ ﺁﻥ ﺍﺳﺘﻔﺎﺩﻩ ﻣﻲ ﻛﻨﻨﺪ. ﺍﻳﺠﺎﺩ ﺩﺍﻧﺶ ﺑﻪ 
ﺗﻮﺍﻧﺎﻳﻲ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎ ﺩﺭ ﺑﺴﻂ ﺍﻳﺪﻩ ﻫﺎ ﻭ ﺭﺍﻩ ﺣﻞ ﻫﺎﻱ ﻧﻮﻳﻦ 
ﻭ ﻣﻔﻴﺪ ﺍﺷ ــﺎﺭﻩ ﺩﺍﺭﺩ. ﻫﺮ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺗﻮﺳﻌﻪ ﻭ ﺗﺠﺪﻳﺪ 
ﺳﺎﺧﺘﺎﺭ ﺩﺍﻧﺶ ﻗﺒﻠﻲ ﻭ ﻓﻌﻠﻲ ﺍﺯ ﻃﺮﻳﻖ ﺭﻭﺵ ﻫﺎﻱ ﻣﺨﺘﻠﻒ 
ﺑﻪ ﺧﻠﻖ ﻭﺍﻗﻌﻴﺖ ﻭ ﻣﻌﻨﺎﻫﺎﻱ ﺟﺪﻳﺪ ﻣﻲ ﭘﺮﺩﺍﺯﺩ.
ﺛﺒ ـﺖ ﺩﺍﻧﺶ:•  ﺩﺍﻧﺸ ــﻲ ﻛﻪ ﺍﻳﺠﺎﺩ ﺷ ــﺪﻩ ﺑﺎﻳﺪ ﺑﻪ ﺷ ــﻜﻞ 
ﺍﻭﻟﻴﻪ ﺍﺵ ﺩﺭ ﭘﺎﻳﮕﺎﻩ ﻫﺎﻱ ﺍﻃﻼﻋﺎﺗﻲ ﺫﺧﻴﺮﻩ ﺷﻮﺩ. ﺑﺴﻴﺎﺭﻱ 
ﺍﺯ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎ ﺍﺯ ﺍﻧﻮﺍﻉ ﻣﺨﺘﻠﻒ ﻣﻨﺎﺑ ــﻊ، ﺟﻬﺖ ﺿﺒﻂ ﻭ 
ﻧﮕﻬﺪﺍﺭﻱ ﺩﺍﻧﺶ ﺍﺳﺘﻔﺎﺩﻩ ﻣﻲ ﻛﻨﺪ.
ﭘﺎﻻﻳ ـﺶ ﺩﺍﻧﺶ:•  ﺩﺍﻧ ــﺶ ﺟﺪﻳﺪ ﺑﺎﻳ ــﺪ ﺩﺭ ﺯﻣﻴﻨﻪ ﺍﻱ ﻗﺮﺍﺭ 
ﮔﻴﺮﺩ ﻛﻪ ﻋﻤﻠﻲ ﺷﻮﺩ، ﺟﺎﻳﻲ ﻛﻪ ﺑﻴﻨﺶ ﻫﺎﻱ ﺑﺸﺮ ﻳﺎ ﺩﺍﻧﺶ 
ﺿﻤﻨﻲ ﺿﺒﻂ ﺷ ــﻮﺩ ﻭ ﻫﻤﺮﺍﻩ ﺑﺎ ﺩﺍﻧ ــﺶ ﺻﺮﻳﺢ ﺍﺻﻼﺡ 
ﮔﺮﺩﺩ.
ﺍﻧﺘﺸـﺎﺭ ﺩﺍﻧﺶ:•  ﺩﺍﻧﺶ ﺑﺎﻳﺪ ﺩﺭ ﺩﺳ ــﺘﺮﺱ ﻫﺮ ﻛﺴ ــﻲ ﺩﺭ 
ﺳﺎﺯﻣﺎﻥ ﻗﺮﺍﺭ ﮔﻴﺮﺩ ﺗﺎ ﺩﺭ ﻫﺮ ﺯﻣﺎﻥ ﻭ ﻣﻜﺎﻧﻲ ﻛﻪ ﻧﻴﺎﺯ ﺩﺍﺭﺩ 
ﺁﻥ ﺭﺍ ﻣﻮﺭﺩ ﺍﺳﺘﻔﺎﺩﻩ ﻗﺮﺍﺭ ﺩﻫﺪ. ﻓﻨﺎﻭﺭﻱ ﻫﺎﻱ ﺟﺪﻳﺪ ﻣﺎﻧﻨﺪ 
ﻛﺎﺭﻫﺎﻱ ﮔﺮﻭﻫﻲ، ﺍﻳﻨﺘﺮﻧﺖ، ﺍﻳﻨﺘﺮﺍﻧﺖ ﻭ ﺩﻳﮕﺮ ﻓﻨﺎﻭﺭﻱ ﻫﺎ 
ﺑﻪ ﺍﻧﺘﺸ ــﺎﺭ ﺩﺍﻧﺶ ﻛﻤﻚ ﻣﻲ ﻛﻨﺪ. ﺍﻧﺘﺸ ــﺎﺭ ﺩﺍﻧﺶ، ﻣﺴﺘﻠﺰﻡ 
ﺑﺮﺩﺍﺷﺘﻦ ﺩﻭﮔﺎﻡ ﺍﺳﺖ: ﺍﺭﺳﺎﻝ، ﻓﺮﺳﺘﺎﺩﻥ ﻳﺎ ﻋﺮﺿﻪ ﺩﺍﻧﺶ 
ﺑﻪ ﮔﻴﺮﻧﺪﻩ ﺍﻱ ﺑﺎﻟﻘﻮﻩ ﻭ ﺟﺬﺏ ﺁﻥ ﺗﻮﺳﻂ ﺷﺨﺺ. ﻣﻨﻈﻮﺭ 
ﺍﺯ ﺍﻧﺘﺸ ــﺎﺭ ﺩﺍﻧﺶ، ﺍﻓﺰﺍﻳﺶ ﺗﻮﺍﻧﺎﻳﻲ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎ ﺩﺭ ﺍﻧﺠﺎﻡ 
ﻛﺎﺭﻫﺎ ﻭ ﺩﺭ ﻧﻬﺎﻳﺖ ﺑﺎﻻﺑﺮﺩﻥ ﺍﺭﺯﺵ ﺁﻧﻬﺎﺳﺖ. ﻓﻘﻂ ﺍﻳﺠﺎﺩ 
ﺗﻐﻴﻴﺮ ﺩﺭ ﺭﻓﺘﺎﺭ ﻣﻲ ﺗﻮﺍﻧﺪ ﮔﻮﻳﺎﻱ ﺍﻧﺘﻘﺎﻝ ﻣﺆﺛﺮ ﺩﺍﻧﺶ ﺑﺎﺷﺪ. 
ﺻﺮﻑ ﺩﺭﺩﺳ ــﺘﺮﺱ ﺑ ــﻮﺩﻥ ﺩﺍﻧﺶ ﺑﻪ ﻣﻌﻨﺎﻱ ﺍﻧﺘﺸ ــﺎﺭﺁﻥ 
ﻧﻴﺴﺖ.
ﻛﺎﺭﺑ ـﺮﺩ ﺩﺍﻧﺶ:•  ﺑﻪ ﻃﻮﺭ ﻛﻠﻲ ﺩﺍﻧﺶ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﺎﻳﺪ ﺩﺭ 
ﺟﻬ ــﺖ ﻣﺤﺼﻮﻻﺕ، ﺧﺪﻣﺎﺕ ﻭ ﻓﺮﺍﻳﻨﺪ ﺳ ــﺎﺯﻣﺎﻥ ﺑﻪ ﻛﺎﺭ 
ﮔﺮﻓﺘﻪ ﺷ ــﻮﺩ. ﺍﮔ ــﺮ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻧﺘﻮﺍﻧﺪ ﺑﻪ ﺭﺍﺣﺘﻲ ﺷ ــﻜﻞ 
ﺻﺤﻴﺢ ﺩﺍﻧﺶ ﺭﺍ ﺩﺭ ﺟﺎﻱ ﻣﻨﺎﺳ ــﺐ ﺁﻥ ﻣﺸﺨﺺ ﻧﻤﺎﻳﺪ 
ﺩﺭﻋﺮﺻﻪ ﻫ ــﺎﻱ ﺭﻗﺎﺑﺘﻲ ﺑﺎ ﻣﺸ ــﻜﻞ ﻣﻮﺍﺟﻪ ﺧﻮﺍﻫﺪ ﺷ ــﺪ. 
ﺯﻣﺎﻧﻲ ﻛﻪ ﻧ ــﻮﺁﻭﺭﻱ ﻭﺧﻼﻗﻴﺖ ﺭﺍﻩ ﭘﻴ ــﺮﻭﺯﻱ ﺩﺭ ﺟﻬﺎﻥ 
ﺍﻣﺮﻭﺯﺍﺳﺖ، ﺳﺎﺯﻣﺎﻥ ﺑﺎﻳﺪ ﺑﺘﻮﺍﻧﺪ ﺩﺍﻧﺶ ﻣﻨﺎﺳﺐ ﺭﺍ ﺩﺭﺟﺎﻱ 
ﻣﻨﺎﺳ ــﺐ ﺧﻮﺩ ﺑﻪ ﻛﺎﺭ ﮔﻴﺮﺩ. ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺩﺭ ﺑﻬﺮﻩ ﮔﻴﺮﻱ ﺍﺯ 
ﻣﻨﺎﺑ ــﻊ ﺩﺍﻧﺶ ﺧﻮﺩ ﺭﺍﻩ ﻫ ــﺎﻱ ﻣﺨﺘﻠﻔﻲ ﭘﻴﺶ ﺭﻭ ﺩﺍﺭﻧﺪ. ﺑﻪ 
ﻛﺎﺭﮔﻴﺮﻱ ﺩﺍﻧﺶ ﺷ ــﺎﻣﻞ ﻓﻌﺎﻟﻴﺖ ﻫﺎﻳﻲ ﺍﺳﺖ ﻛﻪ ﺍﺯ ﺩﺍﻧﺶ 
ﺩﺭ ﻓﺮﺍﻳﻨﺪﻫﺎﻱ ﻛﺴ ــﺐ ﻭ ﻛﺎﺭ ﺍﺳﺘﻔﺎﺩﻩ ﻣﻲ ﻛﻨﻨﺪ. ﺑﻪ ﻣﻨﻈﻮﺭ 
ﺗﻮﺳ ــﻌﻪ ﻛﺎﺭﺑﺮﺩ ﺩﺍﻧﺶ ﺩﺭ ﻣﺠﻤﻮﻋﻪ ﻫﺎﻱ ﺩﻭﻟﺘﻲ ﻣﻲ ﺗﻮﺍﻥ 
ﺩﺭ ﺳﺎﺧﺘﺎﺭ ﺳﺎﺯﻣﺎﻧﻲ ﺭﺳﻤﻲ ﺳﺎﺯﻣﺎﻥ، ﺟﺎﻳﮕﺎﻫﻲ ﺭﺍ ﺑﺮﺍﻱ 
ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧ ــﺶ ﺩﺭ ﻧﻈﺮ ﮔﺮﻓﺖ ﻛﻪ ﺑ ــﻪ ﺻﻮﺭﺕ ﻛﺎﻣًﻼ 
ﺗﺨﺼﺼﻲ، ﻓﻌﺎﻟﻴﺖ ﺗﺴﻬﻴﻢ ﻭ ﺍﺳﺘﻔﺎﺩﻩ ﺍﺯ ﺩﺍﻧﺶ ﺭﺍ ﺭﻫﺒﺮﻱ 
ﻛﺮﺩﻩ ﻭ ﭘﺎﻳﻪ ﻫﺎﻱ ﻓﻜﺮﻱ ﻭ ﻋﻘﻴﺪﺗﻲ ﺍﻓﺮﺍﺩ ﺭﺍ ﺩﺭ ﺍﻳﻦ ﺯﻣﻴﻨﻪ 
ﺍﺻﻼﺡ ﻣﻲ ﻛﻨﺪ.]71[
ﻫﻮﻭﺍﺭﺩ ﺩﺭ ﺑﺮﺭﺳ ــﻲ ﺑﻴﻦ ﻣﺪﻳﺮﻳ ــﺖ ﺩﺍﻧﺶ ﻭ ﻳﺎﺩﮔﻴﺮﻱ 
ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﻪ ﻋﻨﻮﺍﻥ ﻳﻚ ﺩﻳﺪﮔﺎﻩ ﺗﻮﺳﻌﻪ ﺑﻴﻦ ﺍﻟﻤﻠﻠﻲ ﭼﻨﻴﻦ 
ﺑﻴﺎﻥ ﻣﻲ ﺩﺍﺭﺩ: ﺗﻠﻔﻴ ــﻖ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﻭ ﻳﺎﺩﮔﻴﺮﻱ ﺑﺎ ﻫﺪﻑ 
ﺍﺭﺗﻘﺎء ﺑﻬﺮﻩ ﻭﺭﻱ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺍﻧﺪﺍﺯﻩ ﮔﻴﺮﻱ ﺩﺭ ﻣﻘﺎﺩﻳﺮ ﺗﻮﻟﻴﺪ 
ﻭ ﺳ ــﻮﺩ ﺍﺳﺖ. ﺩﺭ ﺑﺨﺶ ﺗﻮﺳ ــﻌﻪ، ﺑﻬﺮﻩ ﻭﺭﻱ ﺳﺎﺯﻣﺎﻧﻲ ﻧﻴﺰ 
ﻣﻬﻢ ﺍﺳﺖ.]81[
ﻣﺎﺳ ــﻴﻨﻘﺎﻡ ﺩﺭ ﺑﺮﺭﺳ ــﻲ ﺭﺍﺑﻄﻪ ﺑﻴﻦ ﺗﻌﻬﺪ ﺑﻪ ﺳ ــﺎﺯﻣﺎﻥ، 
ﺩﺍﻧﺶ ﻣﺪﻳﺮﻳﺖ، ﻭ ﻇﺮﻓﻴﺖ ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻥ ﭼﻨﻴﻦ ﺑﻴﺎﻥ 
ﻣﻲ ﺩﺍﺭﺩ: ﺍﻫﻤﻴﺖ ﺍﺳ ــﺘﺮﺍﺗﮋﻳﻚ ﻇﺮﻓﻴﺖ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻥ ﻭ 
ﻧﻘﺶ ﺑﻪ ﺍﺷ ــﺘﺮﺍﻙ ﮔﺬﺍﺭﻱ ﺩﺍﻧﺶ ﺑﻪ ﺧﻮﺑﻲ ﻣﺴﺘﻨﺪ ﺷﺪﻩ ﺍﻧﺪ 
ﻭ ﻧﻴﺰ ﺗﺤﺖ ﺑﺮﺭﺳ ــﻲ ﺍﺳ ــﺖ. ﺍﻳﻦ ﻣﻘﺎﻟﻪ ﺭﺍﺑﻄ ــﻪ ﺑﻴﻦ ﺗﻌﻬﺪ 
ﺳ ــﺎﺯﻣﺎﻧﻲ، ﻧﮕﺮﺵ ﮔﺴﺘﺮﺩﻩ، ﺍﺳ ــﺘﻌﺪﺍﺩ ﻭ ﻓﻦ ﺁﻭﺭﻱ، ﻣﻨﻈﺮ 
ﻧﮕﺮﺵ ﻣﺤﺪﻭﺩ ﺑﻪ ﺍﺷﺘﺮﺍﻙ ﺩﺍﻧﺶ ﺍﺯ ﻃﺮﻳﻖ ﺗﻜﻨﻮﻟﻮژﻱ ﻫﺎﻱ 
ﺍﺟﺘﻤﺎﻋﻲ ﻭ ﻣﺤﺎﻭﺭﻩ ﺭﺍ ﻣﻮﺭﺩ ﺑﺮﺭﺳ ــﻲ ﻗﺮﺍﺭ ﺩﺍﺩﻩ ﻭ ﺍﺭﺗﺒﺎﻁ 
ﺑﻴﻦ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﻭﻇﺮﻓﻴﺖ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻥ ﺭﺍ ﻣﺸﺨﺺ 
ﻧﻤﻮﺩﻩ ﺍﺳﺖ.]91[
ﭼﺎﺋ ــﻮ ﻫﺎﻧ ــﮓ ﺩﺭ ﭘﮋﻭﻫﺶ ﺧﻮﺩ ﺑﺎ ﻋﻨ ــﻮﺍﻥ "ﻣﺪﻳﺮﻳﺖ 
ﻣﺮﻳﻢ ﻳﻌﻘﻮﺑﻲ ﻭ ﻫﻤﻜﺎﺭﺍﻥ
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ﺩﺍﻧﺶ ﺩﺭﺳﺎﺯﻣﺎﻥ ﻳﺎﺩﮔﻴﺮﻧﺪﻩ" ﺩﺭﻳﺎﻓﺖ ﻛﻪ: ﺍﻣﺮﻭﺯﻩ ﺳﺎﺯﻣﺎﻥ ﻫﺎ 
ﻣﺠﺒﻮﺭ ﻫﺴ ــﺘﻨﺪ ﻛﻪ ﻧﻮﺁﻭﺭﻱ ﭘﺎﻳﺪﺍﺭﻱ ﺩﺭ ﻣﺪﻳﺮﻳﺖ ﺩﺍﺷ ــﺘﻪ 
ﺑﺎﺷﻨﺪ ﻛﻪ ﺍﺻﻮﻝ ﻧﻮﺁﻭﺭﻱ ﺍﺯ ﻃﺮﻳﻖ ﻳﺎﺩﮔﻴﺮﻱ ﻣﺴﺘﻤﺮ ﻛﺴﺐ 
ﺷﺪﻩ ﻭ ﻳﺎﺩﮔﻴﺮﻱ ﺍﺯ ﻃﺮﻳﻖ ﺗﺴﻬﻴﻢ ﺩﺍﻧﺶ ﺩﺭ ﺑﻴﻦ ﻛﺎﺭﻛﻨﺎﻥ ﻭ 
ﻣﺸﺘﺮﻳﺎﻥ ﺑﻪ ﻭﺟﻮﺩ ﻣﻲ ﺁﻳﺪ.]02[
ﺩﺭ ﭘﮋﻭﻫ ــﺶ ﺩﻳﮕﺮ ﺁﻣﺪﻩ ﺍﺳ ــﺖ ﻛ ــﻪ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ، 
ﭘﻴﺶ ﻧﻴﺎﺯ ﺧﻠﻖ ﻳﻚ ﺳ ــﺎﺯﻣﺎﻥ ﻳﺎﺩﮔﻴﺮﻧﺪﻩ ﺑﻮﺩﻩ ﻭ ﺑﺮﺧﻲ ﻧﻴﺰ 
ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﺭﺍ ﮔﺎﻣﻲ ﻓﺮﺍﺳﻮﻱ ﺧﻠﻖ ﺳﺎﺯﻣﺎﻥ ﻳﺎﺩﮔﻴﺮﻧﺪﻩ 
ﻣﻲ ﺩﺍﻧﻨﺪ.]12[ ﺩﺭ ﺧﺼﻮﺹ ﺭﺍﺑﻄﻪ ﺑﻴﻦ ﺣﻴﻄﻪ ﻫﺎﻱ ﺳﺎﺯﻣﺎﻥ 
ﻳﺎﺩﮔﻴﺮﻧﺪﻩ ﺑﺎ ﻭﻳﮋﮔﻲ ﻫﺎﻱ ﺩﻣﻮﮔﺮﺍﻓﻴﻚ ﺫﻫﺒﻴﻮﻥ]22[ ﻧﺸ ــﺎﻥ 
ﺩﺍﺩﻩ ﺍﺳﺖ ﻛﻪ ﺣﻴﻄﻪ ﻫﺎﻱ ﺳﺎﺯﻣﺎﻥ ﻳﺎﺩﮔﻴﺮﻧﺪﻩ ﺑﺎ ﮔﺮﻭﻩ ﺳﻨﻲ 
ﻭ ﻣﻘﻄﻊ ﺗﺤﺼﻴﻠﻲ ﺭﺍﺑﻄﻪ ﻧﺪﺍﺷﺘﻪ ﺍﺳﺖ.
ﺍﺯ ﻃﺮﻓﻲ ﻧﺎﺩﻱ]32[ ﻧﺸﺎﻥ ﺩﺍﺩﻩ ﺍﺳﺖ ﻛﻪ ﺑﻴﻦ ﻣﺪﻳﺮﻳﺖ 
ﺩﺍﻧﺶ ﻭ ﺳ ــﺎﺯﻣﺎﻥ ﻳﺎﺩﮔﻴﺮﻧﺪﻩ ﺩﺭ ﺩﺍﻧﺸﮕﺎﻩ ﻫﺎﻱ ﺁﺯﺍﺩ ﺍﺳﻼﻣﻲ 
ﻣﻨﻄﻘ ــﻪ ﭼﻬﺎﺭ ﺭﺍﺑﻄﻪ ﻣﻌﻨ ــﺎﺩﺍﺭﻱ ﻭﺟ ــﻮﺩ ﺩﺍﺭﺩ. ﻣﺎﺭﺗﻴﻦ ﺩﺭ 
ﭘﮋﻭﻫﺸﻲ ﺑﺎ ﻋﻨﻮﺍﻥ »ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﺩﺭ ﻣﻔﻬﻮﻣﻲ ﺍﺯ ﻣﺪﻳﺮﻳﺖ 
« ﺑ ــﻪ ﺍﻫﻤﻴ ــﺖ ﻳﺎﺩﮔﻴﺮﻱ ﻭ ﻧﻴ ــﺎﺯ ﺑﻪ ﺧﻠ ــﻖ ﻓﺮﺍﻳﻨﺪﻫﺎﻳﻲ ﻛﻪ 
ﺣﻤﺎﻳﺖ ﻛﻨﻨﺪﻩ ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻭ ﺧﻠﻖ ﺩﺍﻧﺶ ﺳﺎﺯﻣﺎﻧﻲ 
ﺍﺳﺖ ﺗﺄﻛﻴﺪ ﻣﻲ ﻛﻨﺪ.]42[
ﭘﮋﻭﻫ ــﺶ ﺩﻳﮕﺮ ﻧﺸ ــﺎﻥ ﺍﺯ ﺁﻥ ﺩﺍﺭﺩ ﻛﻪ ﻫﺪﻑ ﻣﺪﻳﺮﻳﺖ 
ﺩﺍﻧ ــﺶ، ﺍﻳﺠﺎﺩ ﻳﻜﭙﺎﺭﭼﮕﻲ ﻣﺴ ــﺘﻤﺮ ﺑﻴﻦ ﺩﺍﻧ ــﺶ ﺩﺭﻭﻧﻲ ﻭ 
ﻣﺤﻴﻄ ــﻲ ﺑﻪ ﻣﻨﻈ ــﻮﺭ ﺍﻧﻄﺒﺎﻕ ﺑﺎ ﺗﻐﻴﻴ ــﺮﺍﺕ ﺩﺭﻭﻧﻲ ﻭ ﺑﻴﺮﻭﻧﻲ 
ﺳ ــﺎﺯﻣﺎﻥ ﻭ ﺑﻪ ﻣﻨﻈﻮﺭﺣﻞ ﻣﺸ ــﻜﻼﺕ ﻣﻮﺟ ــﻮﺩ ﻭ ﻫﻤﭽﻨﻴﻦ 
ﻧﻮﺁﻭﺭﻱ ﺩﺭ ﺗﻮﺳﻌﻪ ﻛﺴﺐ ﻭ ﻛﺎﺭ ﺍﺳﺖ. ﺑﺮ ﺍﻳﻦ ﺍﺳﺎﺱ، ﺑﺮﺍﻱ 
ﺗﺤﻘﻖ ﭼﻨﻴﻦ ﻛﺎﺭﻛﺮﺩ ﻫﺎﻳﻲ ﺳﺎﺯﻣﺎﻥ ﺑﺎﻳﺪ ﻣﺤﻴﻄﻲ ﻳﺎﺩﮔﻴﺮﺍﻧﻪ ﺭﺍ 
ﺑﺮﺍﻱ ﺍﺭﺗﻘﺎﻱ ﻧﻴﺮﻭﻱ ﺍﻧﺴﺎﻧﻴﺶ ﻓﺮﺍﻫﻢ ﻛﻨﺪ.]52[
ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎ ﻋﻼﻭﻩ ﺑﺮ ﻫﺪﻑ ﺍﺻﻠﻲ ﺧﻮﺩ ﻛﻪ ﺍﺭﺗﻘﺎﻱ 
ﺳﻼﻣﺖ ﻭ ﺗﻀﻤﻴﻦ ﻭ ﺗﺄﻣﻴﻦ ﺁﻥ ﺍﺳﺖ ﺑﻪ ﻧﻮﻋﻲ ﻳﻚ ﺳﺎﺯﻣﺎﻥ 
ﻳﺎﺩﮔﻴﺮﻧﺪﻩ ﻧﻴﺰ ﻫﺴ ــﺘﻨﺪ، ﺳ ــﺎﺯﻣﺎﻧﻲ ﻛﻪ ﭘﻴﻮﺳﺘﻪ ﺩﺭ ﺗﻌﺎﻣﻞ ﺑﺎ 
ﻣﺤﻴﻂ ﺍﻃﺮﺍﻑ ﺧﻮﺩ ﺑﻮﺩﻩ، ﺑﻪ ﺧﻠﻖ ﺩﺍﻧﺶ ﺟﺪﻳﺪ ﭘﺮﺩﺍﺧﺘﻪ ﻭ 
ﺁﻥ ﺭﺍ ﺑﻪ ﮔﻮﻧﻪ ﺍﻱ ﻳﻜﭙﺎﺭﭼﻪ ﺩﺭ ﺷﺒﻜﻪ ﻫﺎﻱ ﺍﺭﺗﺒﺎﻃﻲ ﻗﺮﺍﺭ ﺩﺍﺩﻩ 
ﺗﺎ ﺩﻳﮕﺮﺍﻥ ﻧﻴﺰ ﺑﻪ ﺁﺳ ــﺎﻧﻲ ﺍﺯ ﺍﻳﻦ ﺍﺭﺯﺵ ﻫﺎ ﺍﺳﺘﻔﺎﺩﻩ ﻧﻤﺎﻳﻨﺪ. 
ﺩ ﺭﻭﺍﻗﻊ ﺩﺭ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻣﺎﻧﻨﺪ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ، ﺣﻴﺎﺕ ﺑﺮ ﺁﻣﻮﺯﺵ 
ﻣﺴ ــﺘﻤﺮ ﺍﺳ ــﺖ ﻭ ﻓﻘﻂ ﺍﺯ ﻫﻤﻴﻦ ﺭﺍﻩ ﻣﻲ ﺗﻮﺍﻥ ﺳﺎﺯﻣﺎﻥ ﺭﺍ ﺑﻪ 
ﻋﻨﻮﺍﻥ ﺳﻴﺴ ــﺘﻢ ﺑﺎﺯ ﻭ ﻫﺪﻑ ﺟﻮ، ﺍﺭﺗﻘﺎء ﻭ ﺑﻬﺒﻮﺩ ﺑﺨﺸ ــﻴﺪ.
]62[ ﺍﺯ ﺍﻳﻦ ﺭﻭ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﺑﺎ ﻫﺪﻑ ﺑﺮﺭﺳ ــﻲ ﺭﺍﺑﻄﻪ ﺑﻴﻦ 
ﻣﻴﺰﺍﻥ ﻣﺆﻟﻔﻪ ﻫ ــﺎﻱ ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻭ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ 
ﺩﺭ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎﻱ ﻣﻨﺘﺨﺐ ﺷﻬﺮ ﺍﺻﻔﻬﺎﻥ ﺩﺭ ﺳﺎﻝ 8831 
ﺻﻮﺭﺕ ﮔﺮﻓﺘﻪ ﺍﺳﺖ.
ﺭﻭﺵ ﺑﺮﺭﺳﻲ
ﺍﻳﻦ ﺗﺤﻘﻴﻖ ﺍﺯ ﻧﻮﻉ ﺗﺤﻘﻴﻘﺎﺕ ﺗﻮﺻﻴﻔﻲ - ﻫﻤﺒﺴﺘﮕﻲ ﺍﺳﺖ 
ﻛﻪ ﺟﻤﻌﻴﺖ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻣﻨﺘﺨﺐ 
ﺷ ــﻬﺮ ﺍﺻﻔﻬﺎﻥ ﻣﻲ ﺑﺎﺷﺪ. ﻭﻧﻤﻮﻧﻪ ﮔﻴﺮﻱ ﺑﻪ ﺻﻮﺭﺕ ﺗﺼﺎﺩﻓﻲ 
ﻣﻲ ﺑﺎﺷﺪ.
ﺍﺑﺰﺍﺭ ﺟﻤﻊ ﺁﻭﺭﻱ ﺁﻥ ﺷ ــﺎﻣﻞ ﺩﻭ ﭘﺮﺳﺸ ــﻨﺎﻣﻪ ﻳﺎﺩﮔﻴﺮﻱ 
ﺳ ــﺎﺯﻣﺎﻧﻲ ﻛﻪ ﭘﺮﺳﺸ ــﻨﺎﻣﻪ ﻣﻮﺭﺩ ﺍﺳ ــﺘﻔﺎﺩﻩ، ﺗﺤﻘﻴﻖ ﮔﻮﻣﮋ ﻭ 
ﻫﻤﻜﺎﺭﺍﻧﺶ ﺑﻮﺩﻩ ﻛﻪ ﺷﺎﻣﻞ )ﺗﻌﻬﺪ ﻣﺪﻳﺮﻳﺖ ﺑﺮﺍﻱ ﻳﺎﺩﮔﻴﺮﻱ 
ﺳﺎﺯﻣﺎﻧﻲ، ﺩﻳﺪ ﺳﻴﺴﺘﻤﻲ، ﻓﻀﺎﻱ ﺑﺎﺯ ﻭ ﺁﺯﻣﺎﻳﺸﮕﺮﻱ، ﺍﻧﺘﻘﺎﻝ 
ﻭ ﻳﻜﭙﺎﺭﭼﻪ ﺳ ــﺎﺯﻱ ﺩﺍﻧﺶ( ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﺍﻳﻦ ﻛﻪ ﭘﺮﺳﺸ ــﻨﺎﻣﻪ 
ﺍﺻﻠﻲ ﺑﺮﺍﻱ ﻧﻈﺮ ﺳﻨﺠﻲ ﺍﺯ ﻣﺪﻳﺮﺍﻥ ﺷﺮﻛﺘﻲ ﺑﻮﺩﻩ، ﺳﺆﺍﻻﺕ 
ﺑﻪ ﻃﻮﺭﻱ ﺍﺻﻼﺡ ﺷﺪﻩ ﺍﺳﺖ ﻛﻪ ﻣﻨﺎﺳﺐ ﻣﺤﻴﻂ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ 
ﺑﺎﺷ ــﺪ. ﺟﻬﺖ ﺳﻨﺠﺶ ﺭﻭﺍﻳﻲ ﭘﺮﺳﺸ ــﻨﺎﻣﻪ ﺍﺯ ﻧﻈﺮ ﺻﺎﺣﺐ 
ﻧﻈﺮﺍﻥ ﻣﺪﻳﺮﻳﺖ ﺑﻬﺮﻩ ﮔﺮﻓﺘﻴﻢ. ﻭ ﺳ ــﭙﺲ ﭘﮋﻭﻫﺸﮕﺮ ﺑﺎ ﻳﻚ 
ﭘﺮﺳﺸ ــﮕﺮﻱ ﺍﻭﻟﻴﻪ ﭘﺎﻳﻠﻮﺕ ﺍﻧﺠ ــﺎﻡ ﺩﺍﺩﻩ ﻭ ﺿﺮﻳﺐ ﭘﺎﻳﺎﻳﻲ 
ﺁﻥ ﻣﺤﺎﺳ ــﺒﻪ ﺷ ــﺪﻩ ﻛﻪ ﻣﻴﺰﺍﻥ α ﻛﺮﻭﻧﺒ ــﺎﺥ ﺁﻥ )78.0=r( 
ﻣﻲ ﺑﺎﺷﺪ.
ﭘﺮﺳﺸ ــﻨﺎﻣﻪ ﺩﻳﮕ ــﺮ ﻣﺮﺑﻮﻁ ﺑ ــﻪ ﻣﺪﻳﺮﻳ ــﺖ ﺩﺍﻧﺶ ﺑﻮﺩﻩ 
ﻛﻪ ﻣﺤﻘﻖ ﺳ ــﺎﺧﺘﻪ ﻭ ﺑﺮ ﺍﺳ ــﺎﺱ ﭘﻨﺞ ﻣﺆﻟﻔﻪ )ﺍﻳﺠﺎﺩ، ﺛﺒﺖ، 
ﭘﺎﻻﻳﺶ، ﺍﻧﺘﺸﺎﺭ ﻭ ﻛﺎﺭﺑﺮﺩ ﺩﺍﻧﺶ( ﺑﻮﺩﻩ ﻭ ﺗﻮﺳﻂ ﭘﮋﻭﻫﺸﮕﺮ 
ﺑﻮﻣﻲ ﺳ ــﺎﺯﻱ ﺷﺪﻩ ﻭ ﺑﺎ ﻳﻚ ﭘﺮﺳﺸ ــﮕﺮﻱ ﺍﻭﻟﻴﻪ ﭘﺮﺳﺸﻨﺎﻣﻪ 
ﭘﺎﻳﻠﻮﺕ ﺷ ــﺪﻩ ﻭ ﺿﺮﻳﺐ ﭘﺎﻳﺎﻳﻲ ﺁﻥ ﻣﺤﺎﺳﺒﻪ ﺷﺪﻩ ﻛﻪ ﻣﻴﺰﺍﻥ 
α ﻛﺮﻭﻧﺒﺎﺥ ﺁﻥ ﻣﺤﺎﺳﺒﻪ ﺷﺪﻩ ﺍﺳﺖ )39.0=r(.
ﭘ ــﺲ ﺍﺯ ﻣﻄﺎﻟﻌﻪ ﺁﺯﻣﺎﻳﺸ ــﻲ ﻭ ﺗﻌﻴﻴﻦ ﻭﺍﺭﻳﺎﻧﺲ ﻧﻈﺮﺍﺕ، 
ﺣﺠﻢ ﻧﻤﻮﻧﻪ ﺑﻪ ﻭﺳ ــﻴﻠﻪ ﻧﻤﻮﻧﻪ ﮔﻴ ــﺮﻱ ﺗﺼﺎﺩﻓﻲ ﻃﺒﻘﻪ ﺑﻨﺪﻱ 
ﺷ ــﺪﻩ ﺩﺭ ﭘﻨﺞ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﺷﻬﺮ ﺍﺻﻔﻬﺎﻥ )ﺳ ــﻪ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ 
ﺩﻭﻟﺘﻲ ﻭ ﺩﻭ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﺧﺼﻮﺻﻲ( ﺗﻌﻴﻴﻦ ﮔﺮﺩﻳﺪ. ﺗﻌﺪﺍﺩ 
ﻧﻤﻮﻧﻪ ﻫﺎﻱ ﺑﻪ ﺩﺳ ــﺖ ﺁﻣﺪﻩ ﺩﺭ ﺳ ــﻄﺢ ﺧﻄﺎﻱ ﭘﻨﺞ ﺩﺭﺻﺪ، 
691 ﺑﻪ ﺩﺳ ــﺖ ﺁﻣﺪﻩ ﺍﺳ ــﺖ ﻛﻪ ﺑﺮ ﺍﻳﻦ ﺍﺳ ــﺎﺱ ﺍﻳﻦ ﺗﻌﺪﺍﺩ 
ﭘﺮﺳﺸ ــﻨﺎﻣﻪ ﺗﻮﺯﻳﻊ ﻭ ﺑﻪ 081 ﺗﺎ ﺍﺯ ﺁﻥ ﻫﺎ ﭘﺎﺳ ــﺦ ﺩﺍﺩﻩ ﺷﺪ. 
ﺯﻣﺎﻥ ﺍﻧﺠﺎﻡ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﺳ ــﺎﻝ 8831 ﺑﻮﺩﻩ ﺍﺳ ــﺖ. ﺟﻬﺖ 
ﺗﺤﻠﻴﻞ ﺍﻃﻼﻋﺎﺕ ﺍﺯ ﻧﺮﻡ ﺍﻓﺰﺍﺭ SSPS ﺍﺳﺘﻔﺎﺩﻩ ﺷﺪﻩ ﺍﺳﺖ.
ﺭﺍﺑﻄﻪ ﻱ ﺑﻴﻦ ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ...
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ﻳﺎﻓﺘﻪ ﻫﺎ
ﺍﺯ ﻣﺠﻤﻮﻉ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﺑﺮ ﺍﺳﺎﺱ 
ﺳﺮﺷ ــﻤﺎﺭﻱ ﺗﻌﺪﺍﺩ 091 ﻧﻔﺮ ﺑﻪ ﻋﻨ ــﻮﺍﻥ ﻧﻤﻮﻧﻪ ﭘﮋﻭﻫﺶ ﺩﺭ 
ﺍﻳﻦ ﻃﺮﺡ ﭘﮋﻭﻫﺸﻲ ﺷﺮﻛﺖ ﻧﻤﻮﺩﻩ ﺍﻧﺪ.
ﺍﺯ ﻧﻈﺮ ﻣﺘﻐﻴﺮ ﺟﻨ ــﺲ 4.65 ﺩﺭﺻﺪ ﻛﺎﺭﻛﻨﺎﻥ ﺯﻥ ﻭ 4.13 - 
ﺩﺭﺻﺪ ﺁﻥ ﻫﺎ ﻣﺮﺩ ﺑﻮﺩﻩ ﺍﻧﺪ.
ﺍﺯ ﻧﻈ ــﺮ ﻣﺘﻐﻴﺮ ﻭﺿﻌﻴﺖ ﺗﺤﺼﻴﻠﻲ5.4 - ﺩﺭﺻﺪ ﺩﺭ ﺳ ــﻄﺢ 
ﻓﻮﻕ ﻟﻴﺴ ــﺎﻧﺲ ﻭ ﺑﺎﻻﺗﺮ، 8.35 ﺩﺭﺻﺪ ﺁﻥ ﻫﺎ ﺩﺭ ﺳ ــﻄﺢ 
ﻟﻴﺴ ــﺎﻧﺲ ﻭ 4.22 ﺩﺭﺻﺪ ﺁﻥ ﻫﺎ ﺩﺭ ﺳ ــﻄﺢ ﻓﻮﻕ ﺩﻳﭙﻠﻢ ﻭ 
ﺯﻳﺮ ﺁﻥ ﺑﻮﺩﻩ ﺍﻧﺪ.
ﺍﺯ ﻧﻈﺮ ﻣﺘﻐﻴﺮ ﻭﺿﻌﻴﺖ ﺍﺳﺘﺨﺪﺍﻣﻲ 8.84 - ﺩﺭﺻﺪﻛﺎﺭﻛﻨﺎﻥ 
ﺭﺳ ــﻤﻲ، 9.01 ﺩﺭﺻﺪ ﭘﻴﻤﺎﻧﻲ ﻭ 5.53 ﺩﺭﺻﺪ ﻗﺮﺍﺭﺩﺍﺩﻱ 
ﺑﻮﺩﻩ ﺍﻧﺪ.
ﺍﺯ ﻧﻈﺮ ﻣﺘﻐﻴﺮ ﺳﻦ 4.42 ﺩﺭﺻﺪ ﺁﻥ ﻫﺎ ﺑﻴﻦ 03-02 - ﺳﺎﻝ، 
6.52 ﺩﺭﺻ ــﺪ ﺁﻥ ﻫﺎ ﺑﻴﻦ 04-13 ﺳ ــﺎﻝ ﻭ 5.02 ﺩﺭﺻﺪ 
ﺁﻥ ﻫﺎ ﺑﻴﻦ 05-14 ﺳﺎﻝ ﻭ 5.4 ﺩﺭﺻﺪ ﺁﻥ ﻫﺎ ﺑﺎﻻﺗﺮ ﺍﺯ 05 
ﺳﺎﻝ ﺑﻮﺩﻩ ﺍﻧﺪ.
ﺍﺯ ﻧﻈ ــﺮ ﻣﻴﺰﺍﻥ ﺳ ــﺎﺑﻘﻪ ﻛﺎﺭﻱ 6.81 - ﺩﺭﺻﺪﻛﺎﺭﻛﻨﺎﻥ ﻛﻤﺘﺮ 
ﺍﺯ ﭘﻨﺞ ﺳ ــﺎﻝ، 2.91 ﺩﺭﺻﺪ ﺁﻥ ﻫﺎ ﺑﻴﻦ 01-5 ﺳﺎﻝ، 3.01 
ﺩﺭﺻﺪ ﺁﻥ ﻫﺎ ﺑﻴﻦ 51-11 ﺳ ــﺎﻝ، 5.31 ﺩﺭﺻﺪ ﺁﻥ ﻫﺎ ﺑﻴﻦ 
02-61 ﺳ ــﺎﻝ، 5.4 ﺩﺭﺻ ــﺪ ﺩﺭﺻﺪ ﻛﺎﺭﻛﻨﺎﻥ ﺑﺎ ﺳ ــﺎﺑﻘﻪ 
ﻛﺎﺭﻱ ﺑﻴﻦ 52-12 ﻭ 2.21 ﺩﺭﺻﺪ ﺑﺎ ﺳﺎﺑﻘﻪ ﻛﺎﺭﻱ ﺑﺎﻻﺗﺮ 
ﺍﺯ 52 ﺳﺎﻝ ﺑﻮﺩﻩ ﺍﻧﺪ.
ﺍﺯ ﻧﻈﺮ ﻧﻮﻉ ﺭﺳ ــﺘﻪ ﺷ ــﻐﻠﻲ 6.52 ﺩﺭ ﺻﺪ ﺍﺩﺍﺭﻱ، 4.47 - 
ﺩﺭﺻﺪ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭﻣﺎﻧﻲ ﺑﻮﺩﻩ ﺍﻧﺪ.
ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺩﺭ ﺑﻴﻦ ﺯﻧﺎﻥ 5.54 - ﻭ 
ﺩﺭ ﺑﻴﻦ ﻣﺮﺩﺍﻥ 5.43 ﻣﻲ ﺑﺎﺷ ــﺪ ﻛﻪ ﺩﺭ ﺍﻳﻦ ﻣﻴﺎﻥ ﺍﻧﺘﻘﺎﻝ ﻭ 
ﻳﻜﭙﺎﺭﭼﮕﻲ ﺩﺍﻧﺶ ﺩﺭ ﺯﻧﺎﻥ ﺑﺎﻻﺗﺮ ﻭﻟﻴﻜﻦ ﺩﻳﺪ ﺳﻴﺴ ــﺘﻤﻲ 
ﺩﺭ ﻣﺮﺩﺍﻥ ﺑﻴﺸﺘﺮ ﺑﻮﺩﻩ ﺍﺳﺖ.
 - ﻣﻴﺎﻧﮕﻴ ــﻦ ﻧﻤﺮﻩ ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺩﺭ ﺑﻴﻦ ﺍﻓﺮﺍﺩ ﺩﺍﺭﺍﻱ 
ﺳ ــﻦ ﺑﺎﻻﺗﺮ ﺍﺯ 05 ﺳﺎﻝ ﺑﻴﺸ ــﺘﺮ ﺍﺯ ﺑﻘﻴﻪ ﮔﺮﻭﻩ ﻫﺎﻱ ﺳﻨﻲ 
ﺑﻮﺩﻩ ﺍﺳﺖ.
 - ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺧﺼﻮﺻﻲ ﺩﺍﺭﺍﻱ ﺑﺎﻻﺗﺮﻳﻦ ﻧﻤﺮﻩ ﻳﺎﺩﮔﻴﺮﻱ 
ﺳﺎﺯﻣﺎﻧﻲ ﺑﻮﺩﻩ ﺍﻧﺪ.
ﺍﻓﺮﺍﺩﻱ ﺑﺎ ﺳ ــﺎﺑﻘﻪ ﻛﺎ ﺭ ﺑﺎﻻﺗﺮ )ﺑﻴﺸﺘﺮ ﺍﺯ 52 - ﺳﺎﻝ( ﺩﺍﺭﺍﻱ 
ﻧﻤﺮﻩ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻴﺸﺘﺮﻱ ﺑﻮﺩﻩ ﺍﻧﺪ.
 - ﭘﺮﺳ ــﻨﻞ ﺩﺭﻣﺎﻧﻲ ﻧﺴ ــﺒﺖ ﺑﻪ ﭘﺮﺳ ــﻨﻞ ﺍﺩﺍﺭﻱ ﺩﺍﺭﺍﻱ ﻧﻤﺮﻩ 
ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻴﺸﺘﺮﻱ ﺑﻮﺩﻩ ﺍﻧﺪ.
 - ﻧﻤ ــﺮﻩ ﻳﺎﺩﮔﻴ ــﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺩﺭ ﺑﻴﻦ ﻛﺎﺭﻛﻨ ــﺎﻥ ﺑﺎ ﻣﻘﻄﻊ 
ﺗﺤﺼﻴﻠﻲ ﻓﻮﻕ ﻟﻴﺴﺎﻧﺲ ﻭ ﺑﻴﺸﺘﺮ، ﺑﺎﻻﺗﺮ ﺍﺳﺖ.
 - ﻛﺎﺭﻛﻨﺎﻥ ﺭﺳﻤﻲ ﺑﻴﺸﺘﺮﻳﻦ ﻧﻤﺮﻩ ﺭﺍ ﺑﻪ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺍﺯ ﻣﻨﻈﺮ 
ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﺩﺍﺩﻩ ﺍﻧﺪ.
ﻣﻴﺎﻧﮕﻴ ــﻦ ﻧﻤﺮﻩ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧ ــﺶ 9.83 - ﺑﺎ ﺍﻧﺤﺮﺍﻑ ﻣﻌﻴﺎﺭ 
1.02 ﻣﻲ ﺑﺎﺷ ــﺪ. ﺑﺎﻻﺗﺮﻳﻦ ﻧﻤﺮﻩ ﻣﺮﺑﻮﻁ ﺑﻪ ﺛﺒﺖ ﺩﺍﻧﺶ ﻭ 
ﻛﻤﺘﺮﻳﻦ ﻧﻤﺮﻩ ﻣﺮﺑﻮﻁ ﺑﻪ ﭘﺎﻻﻳﺶ ﺩﺍﻧﺶ ﺍﺳﺖ.
ﺍﻓﺮﺍﺩ ﺩﺍﺭﺍﻱ ﺳﻦ ﺑﺎﻻﺗﺮ ﺍﺯ 05 - ﺳﺎﻝ ﺍﺯ ﺑﻘﻴﻪ ﮔﺮﻭﻩ ﻫﺎﻱ ﺳﻨﻲ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺩﺍﺭﺍﻱ ﻧﻤﺮﻩ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﺑﺎﻻﺗﺮﻱ ﺑﻮﺩﻩ ﺍﻧﺪ.
ﺍﻓﺮﺍﺩﻱ ﺑﺎ ﺳ ــﺎﺑﻘﻪ ﻛﺎ ﺭ ﺑﺎﻻﺗﺮ )ﺑﻴﺸ ــﺘﺮ ﺍﺯ 52 - ﺳ ــﺎﻝ( ﺩﺭ 
ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻧﻤ ــﺮﻩ ﺑﺎﻻﺗ ــﺮﻱ ﺍﺯ ﻧﻈ ــﺮ ﻣﺪﻳﺮﻳ ــﺖ ﺩﺍﻧﺶ 
ﺩﺍﺷﺘﻪ ﺍﻧﺪ.
 - ﭘﺮﺳ ــﻨﻞ ﺩﺭﻣﺎﻧﻲ ﺩﺍﺭﺍﻱ ﻧﻤﺮﻩ ﺑﺎﻻﺗ ــﺮﻱ ﺍﺯ ﻧﻈﺮ ﻣﺪﻳﺮﻳﺖ 
ﺩﺍﻧﺶ ﺑﻮﺩﻩ ﺍﻧﺪ.
 - ﻛﺎﺭﻛﻨ ــﺎﻥ ﺩﺍﺭﺍﻱ ﺗﺤﺼﻴﻼﺕ ﺩﺭ ﻣﻘﻄﻊ ﺩﻛﺘﺮﻱ ﺗﺨﺼﺼﻲ 
ﺑﻴﺸ ــﺘﺮﻳﻦ ﻧﻤﺮﻩ ﺭﺍ ﺑﻪ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺍﺯ ﺑﻌﺪ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ 
ﺩﺍﺩﻩ ﺍﻧﺪ.
 - ﻛﺎﺭﻛﻨ ــﺎﻥ ﺩﺍﺭﺍﻱ ﺗﺤﺼﻴﻼﺕ ﺩﺭ ﻣﻘﻄﻊ ﺩﻛﺘﺮﻱ ﺗﺨﺼﺼﻲ 
ﺑﻴﺸ ــﺘﺮﻳﻦ ﻧﻤﺮﻩ ﺭﺍ ﺑﻪ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺍﺯ ﺑﻌﺪ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ 
ﺩﺍﺩﻩ ﺍﻧﺪ.
 - ﭘﺮﺳ ــﻨﻞ ﺭﺳﻤﻲ ﺑﻴﺸ ــﺘﺮﻳﻦ ﻧﻤﺮﻩ ﺭﺍ ﺑﻪ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺍﺯ ﺑﻌﺪ 
ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﺩﺍﺩﻩ ﺍﻧﺪ.
 - ﻣ ــﺮﺩﺍﻥ ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﺑﻴﺸ ــﺘﺮﻱ ﺩﺭ ﺧﺼﻮﺹ ﻣﺪﻳﺮﻳﺖ 
ﺩﺍﻧﺶ ﻧﺴﺒﺖ ﺑﻪ ﺯﻧﺎﻥ ﻛﺎﺭﻣﻨﺪ ﺩﺍﺷﺘﻪ ﺍﻧﺪ.
ﭼﻨﺎﻧﭽﻪ ﺩﺭ ﺟﺪﻭﻝ 1 ﻣﺸﺎﻫﺪﻩ ﻣﻲ ﮔﺮﺩﺩ:
ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ 2.83 - ﺑﺎ ﺍﻧﺤﺮﺍﻑ ﻣﻌﻴﺎﺭ 
7.22 ﻣﻲ ﺑﺎﺷﺪ.
 - ﺑﺎﻻﺗﺮﻳ ــﻦ ﻧﻤﺮﻩ ﺩﺭ ﺧﺼﻮﺹ ﺍﻧﺘﻘﺎﻝ ﻭ ﻳﻜﭙﺎﺭﭼﻪ ﺳ ــﺎﺯﻱ 
ﺩﺍﻧﺶ ﺑﻮﺩﻩ ﻭ ﻛﻤﺘﺮﻳﻦ ﻧﻤﺮﻩ ﺍﺯ ﺑﻌﺪ ﺗﻌﻬﺪ ﻣﺪﻳﺮﻳﺖ ﺑﺮﺍﻱ 
ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﻣﻲ ﺑﺎﺷﺪ.
ﻣﻴﺎﻧﮕﻴ ــﻦ ﻧﻤﺮﻩ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧ ــﺶ 9.93 - ﺑﺎ ﺍﻧﺤﺮﺍﻑ ﻣﻌﻴﺎﺭ 
1.02 ﺑﻮﺩﻩ، ﻛ ــﻪ ﺛﺒﺖ ﺩﺍﻧ ــﺶ ﺩﺍﺭﺍﻱ ﺑﺎﻻﺗﺮﻳﻦ ﻣﻴﺎﻧﮕﻴﻦ، 
ﻭ ﭘﺎﻻﻳ ــﺶ ﺩﺍﻧ ــﺶ ﺩﺍﺭﺍﻱ ﻛﻤﺘﺮﻳﻦ ﻧﻤ ــﺮﻩ ﺩﺭ ﺑﻴﻦ ﺍﺑﻌﺎﺩ 
ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﺑﻮﺩﻩ ﺍﺳﺖ.
ﻣﺮﻳﻢ ﻳﻌﻘﻮﺑﻲ ﻭ ﻫﻤﻜﺎﺭﺍﻥ
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ﻧﺘﺎﻳﺞ ﺟﺪﻭﻝ 2 ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ:
 - ﺑﻴﻦ ﻣﺘﻐﻴﺮ ﻫﺎﻱ ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻭ ﺍﻳﺠﺎﺩ ﺩﺍﻧﺶ ﺭﺍﺑﻄﻪ 
ﻣﻌﻨﺎﺩﺍﺭﻱ ﻭﺟﻮﺩ ﺩﺍﺭﺩ )00.0=p ﻭ 787.0=r(.
 - ﺑﻴﻦ ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺛﺒﺖ ﺩﺍﻧﺶ ﺭﺍﺑﻄﻪ 
ﻣﻌﻨﺎﺩﺍﺭﻱ ﻭﺟﻮﺩ ﺩﺍﺭﺩ )00.0=p ﻭ 828.0=r(.
 - ﺑﻴﻦ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﭘﺎﻻﻳﺶ ﺩﺍﻧﺶ ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ 
ﻭﺟﻮﺩ ﺩﺍﺭﺩ )100.0=p ﻭ 938.0=r(.
 - ﺑﻴﻦ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺍﻧﺘﺸﺎﺭ ﺩﺍﻧﺶ ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎ ﺩﺍﺭﻱ 
ﻭﺟﻮﺩ ﺩﺍﺭﺩ )00.0=p ﻭ638.0=r(.
 - ﺑﻴﻦ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﻛﺎﺭﺑﺮﺩ ﺩﺍﻧﺶ ﻭ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ 
ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﻭﺟﻮﺩ ﺩﺍﺭﺩ )100.0=p ﻭ 481.0=r(.
ﺁﻧﭽﻪ ﺩﺭ ﺟﺪﻭﻝ 3 ﻣﺸﺎﻫﺪﻩ ﻣﻲ ﮔﺮﺩﺩ:
ﺑﺎ ﻛﻤﻚ ﺁﺯﻣﻮﻥ ﺁﻣﺎﺭﻱ t - ﺗﺴ ــﺖ ﺭﺍﺑﻄ ــﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﺑﻴﻦ 
ﺟﻨﺴﻴﺖ ﻭ ﻣﻴﺰﺍﻥ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﻭﺟﻮﺩ ﺩﺍﺭﺩ.
ﺑﺎ ﻛﻤﻚ ﺁﺯﻣ ــﻮﻥ ﺁﻣﺎﺭﻱ AVONA - ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﺑﻴﻦ 
ﺳﻦ ﻭ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﻭﺟﻮﺩ ﻧﺪﺍﺭﺩ.
ﺑﺎ ﻛﻤﻚ ﺁﺯﻣﻮﻥ ﺁﻣﺎﺭﻱ AVONA - ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﺑﻴﻦ ﺩﻭ 
ﻣﺆﻟﻔﻪ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﻧﻮﻉ ﺭﺳﺘﻪ ﺷﻐﻠﻲ ﻭﺟﻮﺩ ﺩﺍﺭﺩ.
ﺭﺍﺑﻄﻪ ﻱ ﺑﻴﻦ ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ...
ﺟﺪﻭﻝ1: ﻣﻴﺎﻧﮕﻴﻦ ﻭ ﺍﻧﺤﺮﺍﻑ ﻣﻌﻴﺎﺭ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﻭ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﺍﺑﻌﺎﺩ ﺁﻥ ﻫﺎ
ﻐﻴﺮ
ﻡ ﻣﺘ
ﻧﺎ
ﻱ 
 ﺑﺮﺍ
ﻳﺖ
ﺪﻳﺮ
ﺪ ﻣ
ﺗﻌﻬ
ﺎﻧﻲ
ﺎﺯﻣ
ﻱ ﺳ
ﮔﻴﺮ
ﻳﺎﺩ
ﻤﻲ
ﻴﺴﺘ
ﺪ ﺳ
ﺩﻳ
 ﻭ 
 ﺑﺎﺯ
ﺎﻱ
ﻓﻀ
ﺮﻱ
ﺸﮕ
ﺯﻣﺎﻳ
ﺁ
 ﻭ 
ﻘﺎﻝ
ﺍﻧﺘ
ﺶ
 ﺩﺍﻧ
ﺯﻱ
ﻪ ﺳﺎ
ﺭﭼ
ﻜﭙﺎ
ﻳ
ﺎﻧﻲ
ﺎﺯﻣ
ﻱ ﺳ
ﮔﻴﺮ
ﻳﺎﺩ
ﺶ
 ﺩﺍﻧ
ﺠﺎﺩ
ﺍﻳ
ﺶ
 ﺩﺍﻧ
ﺒﺖ
ﺛ
ﺶ
 ﺩﺍﻧ
ﺶ
ﺎﻻﻳ
ﭘ
ﺶ
 ﺩﺍﻧ
ﺸﺎﺭ
ﺍﻧﺘ
ﺶ
 ﺩﺍﻧ
ﺑﺮﺩ
ﻛﺎﺭ
ﺶ 
 ﺩﺍﻧ
ﻳﺖ
ﺪﻳﺮ
ﻣ
9.932.836.3473.14.449.932.838.246.736.937.53ﻣﻴﺎﻧﮕﻴﻦ
ﺍﻧﺤﺮﺍﻑ 
1.022.123.222.428.128.027.226.524.42422.42ﻣﻌﻴﺎﺭ 
ﺟﺪﻭﻝ 2: ﺑﺮﺭﺳﻲ ﺭﺍﺑﻄﻪ ﺑﻴﻦ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﻭ ﺍﺑﻌﺎﺩ ﺁﻥ ﻫﺎ
ﻓﻀﺎﻱ ﺑﺎﺯ ﻭ ﺁﺯﻣﺎﻳﺸﮕﺮﻱﺩﻳﺪ ﺳﻴﺴﺘﻤﻲﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲﺗﻌﻬﺪ ﻣﺪﻳﺮﻳﺖ ﺑﺮﺍﻱ ﺍﺑﻌﺎﺩ
ﺍﻧﺘﻘﺎﻝ ﻭ ﻳﻜﭙﺎﺭﭼﻪ ﺳﺎﺯﻱ 
ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲﺩﺍﻧﺶ
00.0=p765.0=rﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ
958.0=r
00.0=p
754.0=r
300.0=p
965.0=r
200.0=p
484.0=r
100.0=p
200.0=p267.0=rﺛﺒﺖ ﺩﺍﻧﺶ 
527.0=r
400.0=p
518.0=r
00.0=p
986.0=r
300.0=p
828.0=r
00.0=p
00.0=p687.0=rﭘﺎﻻﻳﺶ ﺩﺍﻧﺶ
757.0=r
00.0=p
597.0=r
00.0=p
727.0=r
00.0=p
938.0=r
100.0=p
00.0=p737.0=rﺍﻳﺠﺎﺩ ﺩﺍﻧﺶ 
307.0=r
00.0=p
567.0=r
00.0=p
386.0=r
00.0=p
787.0=r
00.0=p
ﺍﻧﺘﺸﺎﺭ ﺩﺍﻧﺶ
687.0=r
00.0=p
757.0=r
00.0=p
597.0=r
400.0=p
727.0=r
00.0=p
638.0=r
00.0=p
00.0=p733.0=rﻛﺎﺭﺑﺮﺩ ﺩﺍﻧﺶ 
952.0=r
00.0=p
076.0=r
462.0=p
961.0=r
200.0=p
481.0=r
100.0=p
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ﺑﺎ ﻛﻤﻚ ﺁﺯﻣ ــﻮﻥ ﺁﻣﺎﺭﻱ AVONA - ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﺑﻴﻦ 
ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﻣﻘﺎﻃﻊ ﺗﺤﺼﻴﻠﻲ ﻭﺟﻮﺩ ﻧﺪﺍﺭﺩ.
ﺑﺎ ﻛﻤﻚ ﺁﺯﻣ ــﻮﻥ ﺁﻣﺎﺭﻱ AVONA - ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﺑﻴﻦ 
ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻭ ﻧﻮﻉ ﺍﺳ ــﺘﺨﺪﺍﻡ ﺩﻭ ﻣﺆﻟﻔﻪ ﻭﺟﻮﺩ 
ﺩﺍﺭﺩ.
 - ﺑﻴﻦ ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺳ ــﺎﺑﻘﻪ ﻛﺎﺭ ﺍﺯ ﻟﺤﺎﻅ ﺁﺯﻣﻮﻥ 
ﺁﻣ ــﺎﺭﻱ AVONA ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﺑﻴ ــﻦ ﺍﻳﻦ ﺩﻭ ﻣﺆﻟﻔﻪ 
ﻭﺟﻮﺩ ﺩﺍﺭﺩ.
ﺑﺎ ﻛﻤﻚ ﺁﺯﻣﻮﻥ ﺁﻣﺎﺭﻱ t - ﺗﺴ ــﺖ ﺭﺍﺑﻄ ــﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﺑﻴﻦ 
ﺟﻨﺴﻴﺖ ﻭ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﻭﺟﻮﺩ ﺩﺍﺭﺩ.
ﺑﺎ ﻛﻤﻚ ﺁﺯﻣ ــﻮﻥ ﺁﻣﺎﺭﻱ AVONA - ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﺑﻴﻦ 
ﺳﻦ ﻭ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﻭﺟﻮﺩ ﺩﺍﺭﺩ.
ﺑﺎ ﻛﻤﻚ ﺁﺯﻣ ــﻮﻥ ﺁﻣﺎﺭﻱ AVONA - ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﺑﻴﻦ 
ﺩﻭ ﻣﺆﻟﻔﻪ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﻭ ﻧﻮﻉ ﺭﺷﺘﻪ ﺷﻐﻠﻲ ﻭﺟﻮﺩ ﺩﺍﺭﺩ.
ﺑﺎ ﻛﻤﻚ ﺁﺯﻣﻮﻥ ﺁﻣﺎﺭﻱ AVONA - ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﺑﻴﻦ ﺩﻭ 
ﻣﺆﻟﻔ ــﻪ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﻭ ﻣﻘﺎﻃﻊ ﺗﺤﺼﻴﻠﻲ ﻭﺟﻮﺩ ﻧﺪﺍﺭﺩ.
ﺑﺎ ﻛﻤﻚ ﺁﺯﻣ ــﻮﻥ ﺁﻣﺎﺭﻱ AVONA - ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﺑﻴﻦ 
ﺩﻭ ﻣﺆﻟﻔﻪ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﻭ ﻧﻮﻉ ﺍﺳﺘﺨﺪﺍﻡ ﻭﺟﻮﺩ ﻧﺪﺍﺭﺩ.
ﺑﺎ ﻛﻤﻚ ﺁﺯﻣﻮﻥ ﺁﻣﺎﺭﻱ AVONA ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﺑﻴﻦ 
ﺩﻭ ﻣﺆﻟﻔﻪ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﻭ ﺳﺎﺑﻘﻪ ﻛﺎﺭ ﻭﺟﻮﺩ ﺩﺍﺭﺩ.
ﺑﺤﺚ ﻭ ﻧﺘﻴﺠﻪ ﮔﻴﺮﻱ
ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ 2.83 ﺑﺎ ﺍﻧﺤﺮﺍﻑ ﻣﻌﻴﺎﺭ 
7.22 ﻣﻲ ﺑﺎﺷ ــﺪ ﻛﻪ ﺣﺎﻛﻲ ﺍﺯ ﻧﻤﺮﻩ ﺿﻌﻴﻒ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ 
ﺍﺻﻔﻬﺎﻥ ﺍﺯ ﻣﻨﻈﺮ ﻳﻚ ﻣﺤﻴﻂ ﻳﺎﺩﮔﻴﺮﻧﺪﻩ ﻣﻲ ﺑﺎﺷﺪ، ﻭ ﻧﺸﺎﻧﮕﺮ 
ﻧﻴﺎﺯ ﺑﻪ ﺣﺮﻛﺖ ﺍﻳﻦ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎ ﺑﻪ ﺳﻤﺖ ﻳﺎﺩﮔﻴﺮﻧﺪﻩ ﺷﺪﻥ 
ﻣﻲ ﺑﺎﺷ ــﺪ. ﺍﺯ ﻃﺮﻓ ــﻲ ﺑﺎﻻﺗﺮﻳﻦ ﻧﻤ ــﺮﻩ ﺩﺭ ﺧﺼﻮﺹ ﺍﻧﺘﻘﺎﻝ 
ﻭ ﻳﻜﭙﺎﺭﭼﻪ ﺳ ــﺎﺯﻱ ﺩﺍﻧﺶ ﺑﻮﺩﻩ،ﻛﻪ ﻣﻲ ﺗﻮﺍﻧﺪ ﻣﻮﺍﻧﻊ ﺩﺍﺧﻠﻲ 
ﺩﺍﻧﺶ ﺭﺍ ﺩﺭ ﺩﺭﻭﻥ ﺳ ــﺎﺯﻣﺎﻥ ﺣﺬﻑ ﻧﻤﺎﻳﺪ. ﻭﻛﻤﺘﺮﻳﻦ ﻧﻤﺮﻩ 
ﺍﺯ ﺑﻌﺪ ﺗﻌﻬﺪ ﻣﺪﻳﺮﻳﺖ ﺑﺮﺍﻱ ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻣﻲ ﺑﺎﺷﺪ. 
ﺩﺭ ﻭﺍﻗ ــﻊ ﻣﺪﻳﺮﻳﺖ ﺩﺭ ﺍﻳﻦ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎ، ﻓﺮﻫﻨﮕﻲ ﺭﺍ ﺩﺭ 
ﺳ ــﺎﺯﻣﺎﻥ ﺍﻳﺠﺎﺩﻧﻨﻤﻮﺩﻩ ﻛﻪ ﻛﺴ ــﺐ، ﺧﻠﻖ ﻭ ﺍﻧﺘﻘﺎﻝ ﺩﺍﻧﺶ ﺑﻪ 
ﻋﻨﻮﺍﻥ ﻳﻚ ﺍﺭﺯﺵ ﺑﻨﻴﺎﻧﻲ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﺩﺭ ﻧﻈﺮ ﮔﺮﻓﺘﻪ ﺷﻮﺩ.
- ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﺩﺭ ﺑﻴﻦ ﺯﻧﺎﻥ 5.54 
ﻭ ﺩﺭ ﺑﻴ ــﻦ ﻣﺮﺩﺍﻥ 5.43 ﻣﻲ ﺑﺎﺷ ــﺪ ﺩﺭ ﻭﺍﻗ ــﻊ ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ 
ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺩﺭ ﺑﻴﻦ ﺯﻧﺎﻥ ﺑﻴﺸ ــﺘﺮ ﺑ ــﻮﺩﻩ ﻛﻪ ﺩﺭ ﺍﻳﻦ 
ﻣﻴ ــﺎﻥ ﺍﻧﺘﻘﺎﻝ ﻭ ﻳﻜﭙﺎﺭﭼﮕﻲ ﺩﺍﻧ ــﺶ ﺩﺭ ﺯﻧﺎﻥ ﺑﺎﻻﺗﺮ، ﻭﻟﻴﻜﻦ 
ﺩﻳﺪ ﺳﻴﺴﺘﻤﻲ ﺩﺭ ﻣﺮﺩﺍﻥ ﺑﻴﺸﺘﺮ ﺑﻮﺩﻩ ﺍﺳﺖ.
ﺍﻳﻦ ﻣﺴ ــﺄﻟﻪ ﺣﺎﻛﻲ ﺍﺯ ﺁﻥ ﺍﺳﺖ ﻛﻪ ﻣﺮﺩﺍﻥ ﺩﻳﺪ ﻭﺍﺿﺤﻲ 
ﻧﺴﺒﺖ ﺑﻪ ﺍﻫﺪﺍﻑ ﺳﺎﺯﻣﺎﻥ ﺩﺍﺷﺘﻪ ﺑﺎﺷﻨﺪ ﻭ ﻣﻲ ﺩﺍﻧﻨﺪ ﻛﻪ ﭼﮕﻮﻧﻪ 
ﻣﻲ ﺗﻮﺍﻥ ﺑﻪ ﺗﻮﺳ ــﻌﻪ ﺁﻥ ﺍﻫﺪﺍﻑ ﻛﻤﻚ ﻛﺮﺩ. ﻭ ﺯﻧﺎﻥ ﺗﻮﺍﻧﺎﻳﻲ 
ﺣﺬﻑ ﻣﻮﺍﻧﻊ ﺍﻧﺘﻘﺎﻝ ﻭ ﻧﺸ ــﺮ ﺩﺍﻧﺶ ﺭﺍ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﺩﺍﺭﻧﺪ. ﺍﺯ 
ﻃﺮﻓﻲ ﺑﺎ ﻛﻤﻚ ﺁﺯﻣﻮﻥ ﺁﻣﺎﺭﻱ t ﺗﺴﺖ ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﺑﻴﻦ 
ﺟﻨﺴﻴﺖ ﻭ ﻣﻴﺰﺍﻥ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﻭﺟﻮﺩ ﺩﺍﺭﺩ.
ﺍﺯ ﻃﺮﻓ ــﻲ ﻣﻴﺎﻧﮕﻴ ــﻦ ﻧﻤ ــﺮﻩ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧ ــﺶ 9.93 ﺑﺎ 
ﺍﻧﺤﺮﺍﻑ ﻣﻌﻴﺎﺭ 1.02 ﺑﻮﺩﻩ ﺍﺳ ــﺖ ﻛﻪ ﻧﻤ ــﺮﻩ ﺿﻌﻴﻔﻲ ﺑﻮﺩﻩ 
ﻭ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎﻱ ﻣﺎ ﺍﺯﺑﻌﺪ ﻣﺪﻳﺮﻳ ــﺖ ﺩﺍﻧﺶ ﺩﺭﻭﺿﻌﻴﺖ 
ﻧﺎﻣﻨﺎﺳﺒﻲ ﺑﻪ ﺳ ــﺮ ﻣﻲ ﺑﺮﻧﺪ، ﻛﻪ ﺛﺒﺖ ﺩﺍﻧﺶ ﺩﺍﺭﺍﻱ ﺑﺎﻻﺗﺮﻳﻦ 
ﻣﻴﺎﻧﮕﻴﻦ ﻭ ﭘﺎﻻﻳﺶ ﺩﺍﻧﺶ ﺩﺍﺭﺍﻱ ﻛﻤﺘﺮﻳﻦ ﻧﻤﺮﻩ ﺩﺭ ﺑﻴﻦ ﺍﺑﻌﺎﺩ 
ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﺑﻮﺩﻩ ﺍﺳ ــﺖ. ﺩﺭ ﺣﻘﻴﻘﺖ ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎﻱ 
ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ، ﺩﺭ ﺫﺧﻴﺮﻩ ﺩﺍﻧ ــﺶ ﺩﺭ ﭘﺎﻳﮕﺎﻩ ﻫﺎﻱ ﺍﻃﻼﻋﺎﺗﻲ 
ﻣﻨﺎﺳﺐ ﺗﻮﺍﻧﺎﻳﻲ ﺩﺍﺷ ــﺘﻪ، ﻭﻟﻴﻜﻦ ﺩﺭ ﺑﻜﺎﺭﮔﻴﺮﻱ ﺍﻳﻦ ﺩﺍﻧﺶ 
ﺟﺪﻳﺪ ﺩﺭ ﺯﻣﻴﻨﻪ ﺍﻱ ﻛﻪ ﻗﺮﺍﺭﺍﺳﺖ ﻋﻤﻠﻲ ﺷﻮﺩ، ﺿﻌﻴﻒ ﻋﻤﻞ 
ﻧﻤﻮﺩﻩ ﺍﺳﺖ.
ﭘﺮﺳ ــﻨﻞ  ﺩﺍﺭﺍﻱ  ﺗﺤﺼﻴ ــﻼﺕ  ﻭ  ﺳ ــﺎﺑﻘﻪ  ﺑﺎﻻﺗ ــﺮ  ﺩﺭ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﺩﺍﺭﺍﻱ ﻧﻤﺮﻩ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ 
ﻣﺮﻳﻢ ﻳﻌﻘﻮﺑﻲ ﻭ ﻫﻤﻜﺎﺭﺍﻥ
ﺟﺪﻭﻝ 3: ﺑﺮﺭﺳﻲ ﺭﺍﺑﻄﻪ ﺑﻴﻦ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ، ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﻣﺘﻐﻴﺮﻫﺎﻱ ﺩﻣﻮﮔﺮﺍﻓﻴﻚ
ﺍﺑﻌﺎﺩ
ﻧﻮﻉ ﺭﺳﺘﻪ ﺷﻐﻠﻲﻧﻮﻉ ﺍﺳﺘﺨﺪﺍﻡﻣﻘﻄﻊ ﺗﺤﺼﻴﻠﻲﺳﺎﺑﻘﻪ ﻛﺎﺭﺳﻦ ﺟﻨﺴﻴﺖ 
pFpFpFpFpFpt
ﻳﺎﺩﮔﻴﺮﻱ 
200.077.33000.0525.0395.0525.0400.0025.0163.070.1600.077.3ﺳﺎﺯﻣﺎﻧﻲ
000.06.16000.05250.0537.0703.04000.0463.0000.0636020.053.2ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ 
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ﻭ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﺑﺎﻻﺗ ــﺮﻱ ﺑﻮﺩﻩ ﺍﻧﺪ ﺩﺭ ﻭﺍﻗﻊ ﻓﻌﺎﻟﻴﺖ ﺍﻳﻦ 
ﮔﺮﻭﻩ ﺑﺎ ﻛﺴ ــﺐ ﺩﺍﻧﺶ، ﺩﺭﻙ ﻋﻤﻴﻖ ﺗ ــﺮ ﻭ ﺑﻬﺒﻮﺩ ﻋﻤﻠﻜﺮﺩ 
ﻫﻤﺮﺍﻩ ﺍﺳ ــﺖ ﻭ ﺑﺎ ﺗﺄﻛﻴ ــﺪ ﻓﺰﺍﻳﻨﺪﻩ ﺑﺮ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺩﺍﻧﺶ 
ﻣﺤﻮﺭ ﺑﻪ ﺟﺎﻱ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺗﻮﻟﻴ ــﺪ ﻣﺤﻮﺭﻭ ﺑﺮﺧﻮﺭﺩﺍﺭﻱ 
ﺍﺯ ﺩﺍﻧﺶ ﻭ ﺍﻃﻼﻋﺎﺕ ﺭﻭﺯﺁﻣﺪ ﺑﺮﺍﻱ ﺍﺩﺍﻣﻪ ﺣﻴﺎﺕ ﺳﺎﺯﻣﺎﻥ ﻫﺎ 
ﻓﻌﺎﻟﻴﺖ ﻣﻲ ﻛﻨﻨﺪ.
ﻫﻮﻭﺍﺭﺩ ﺑﻴﺎﻥ ﻣﻲ ﺩﺍﺭﺩ: ﺗﻠﻔﻴﻖ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﻭ ﻳﺎﺩﮔﻴﺮﻱ 
ﺑﺎ ﻫﺪﻑ ﺍﺭﺗﻘﺎﻱ ﺑﻬﺮﻩ ﻭﺭﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻻﺯﻡ ﺍﺳﺖ.]81[ ﺍﻳﻦ 
ﭘﮋﻭﻫﺶ ﻧﻴﺰ ﺑﻪ ﻧﻮﻋﻲ ﺭﺍﺑﻄﻪ ﻭ ﻧﻴﺎﺯ ﺑﻪ ﺗﻠﻔﻴﻖ ﺍﻳﻦ ﺩﻭ ﻣﺆﻟﻔﻪ 
ﺭﺍ ﻧﺸﺎﻥ ﺩﺍﺩﻩ ﺍﺳﺖ.
ﻣﺎﺳﻴﻨﻘﺎﻡ ﺩﺭ ﺑﺮﺭﺳﻲ ﺭﺍﺑﻄﻪ ﺑﻴﻦ ﺗﻌﻬﺪ ﺑﻪ ﺳﺎﺯﻣﺎﻥ، ﺩﺍﻧﺶ 
ﻣﺪﻳﺮﻳﺖ، ﻭ ﻇﺮﻓﻴﺖ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻥ ﺍﺭﺗﺒﺎﻁ ﺑﻴﻦ ﻣﺪﻳﺮﻳﺖ 
ﺩﺍﻧﺶ ﻭ ﻇﺮﻓﻴﺖ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻥ ﺭﺍ ﻣﺸﺨﺺ ﻧﻤﻮﺩﻩ ﺍﺳﺖ.
]91[ ﻛﻪ ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ ﻧﻴﺰ ﺑﻪ ﻧﺘﺎﻳﺞ ﻣﺸﺎﺑﻪ ﺍﻱ ﺩﺳﺖ ﻳﺎﻓﺘﻪ 
ﺍﺳﺖ ﮔﺮﭼﻪ ﺩﺭ ﭘﮋﻭﻫﺶ ﻣﺎﺳﻴﻨﻘﺎﻡ ﻓﻘﻂ ﺑﻪ ﻣﻔﻬﻮﻡ ﻇﺮﻓﻴﺖ 
ﻳﺎﺩﮔﻴﺮﻱ ﭘﺮﺩﺍﺧﺘﻪ ﺍﺳ ــﺖ ﻛﻪ ﺍﺯ ﺍﻳﻦ ﺑﻌﺪ ﺑﺎ ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ 
ﺍﺧﺘﻼﻑ ﺩﺍﺭﺩ.
ﭼﺎﺋﻮﻫﺎﻧ ــﮓ ﺩﺭ ﭘﮋﻭﻫ ــﺶ ﺧﻮﺩ ﺑﺎ ﻋﻨ ــﻮﺍﻥ )ﻣﺪﻳﺮﻳﺖ 
ﺩﺍﻧ ــﺶ ﺩﺭﺳ ــﺎﺯﻣﺎﻥ ﻳﺎﺩﮔﻴﺮﻧﺪﻩ( ﺩﺭﻳﺎﻓﺖ ﻛ ــﻪ ﻳﺎﺩﮔﻴﺮﻱ ﺍﺯ 
ﻃﺮﻳﻖ ﺗﺴ ــﻬﻴﻢ ﺩﺍﻧﺶ ﺩﺭ ﺑﻴﻦ ﻛﺎﺭﻛﻨﺎﻥ، ﻣﺸﺘﺮﻳﺎﻥ ﺑﻪ ﻭﺟﻮﺩ 
ﻣﻲ ﺁﻳﺪ.]02[ﺗﺴ ــﻬﻴﻢ ﺩﺍﻧﺶ ﻳﻜ ــﻲ ﺍﺯ ﺍﺑﻌﺎﺩ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ 
ﺑﻮﺩﻩ ﻛﻪ ﺩﺭ ﺍﻳﻦ ﭘﮋﻭﻫ ــﺶ ﻧﻴﺰ ﺑﺎ ﻳﺎﺩﮔﻴﺮﻱ ﺩﺭ ﺍﺭﺗﺒﺎﻁ ﺑﻮﺩﻩ 
ﺍﺳ ــﺖ. ﻭﻟﻴﻜﻦ ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ ﺑﺮﺭﺳﻲ ﺟﺎﻣﻊ ﺗﺮﻱ ﺩﺍﺷﺘﻪ 
ﻭ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﺭﺍ ﺩﺭ ﭼﻬﺎﺭ ﺑﻌﺪ ﻣﻮﺭﺩ ﺑﺮﺭﺳﻲ ﻗﺮﺍﺭ ﺩﺍﺩﻩ 
ﺍﺳﺖ.
ﺩﺭ ﭘﮋﻭﻫ ــﺶ ﻟﻌﻮﺭﻣﻦ ]12[ ﺁﻣﺪﻩ ﺍﺳ ــﺖ ﻛﻪ ﻣﺪﻳﺮﻳﺖ 
ﺩﺍﻧﺶ ﭘﻴﺶ ﻧﻴﺎﺯ ﺧﻠﻖ ﻳﻚ ﺳ ــﺎﺯﻣﺎﻥ ﻳﺎﺩﮔﻴﺮﻧﺪﻩ ﻣﻲ ﺑﺎﺷ ــﺪ. 
ﻣﻔﺎﻫﻴﻤﻲ ﭼ ــﻮﻥ، ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ، ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻭ 
ﺳ ــﺎﺯﻣﺎﻥ ﻳﺎﺩﮔﻴﺮﻧﺪﻩ ﺑﻪ ﻣﺎﻧﻨﺪ ﺣﻠﻘﻪ ﻫﺎﻱ ﻳﻚ ﺯﻧﺠﻴﺮ ﻫﺴﺘﻨﺪ 
ﻛ ــﻪ ﺑﺎ ﻫﻢ ﺩﺭ ﺍﺭﺗﺒﺎﻁ ﻫﺴ ــﺘﻨﺪ. ﻭﻟﻴﻜﻦ ﺩﺭ ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ 
ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﻪ ﻋﻨﻮﺍﻥ ﻣﺘﻐﻴﺮ ﻣﺴ ــﺘﻘﻞ ﺗﻌﺮﻳﻒ ﺷﺪﻩ 
ﺍﺳﺖ ﻛﻪ ﺑﺎ ﭘﮋﻭﻫﺶ ﻟﻌﻮﺭﻣﻦ ﻣﺘﻔﺎﻭﺕ ﺍﺳﺖ.
ﺫﻫﺒﻴ ــﻮﻥ ]22[ ﻧﺸ ــﺎﻥ ﺩﺍﺩﻩ ﻛ ــﻪ ﺣﻴﻄﻪ ﻫﺎﻱ ﺳ ــﺎﺯﻣﺎﻥ 
ﻳﺎﺩﮔﻴﺮﻧﺪﻩ ﺑﺎ ﮔﺮﻭﻩ ﺳ ــﻨﻲ ﻭ ﻣﻘﻄ ــﻊ ﺗﺤﺼﻴﻠﻲ ﺭﺍﺑﻄﻪ ﻧﺪﺍﺭﺩ. 
ﺍﻳﻦ ﻣﻮﺿﻮﻉ ﺩﺭ ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ ﻧﻴﺰ ﻣﺸ ــﺎﻫﺪﻩ ﺷﺪﻩ ﺍﺳﺖ. 
ﻭﻟﻴﻜﻦ ﺫﻫﺒﻴﻮﻥ ﺣﻴﻄﻪ ﻫﺎﻱ ﺳﻪ ﮔﺎﻧﻪ ﻳﺎﺩﮔﻴﺮﻱ ﻓﺮﺩﻱ،ﺗﻴﻤﻲ 
ﻭ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺭﺍ ﻣﺪ ﻧﻈﺮ ﺩﺍﺭﺩ ﻛﻪ ﺑﺎ ﺣﻴﻄﻪ ﻫﺎﻱ ﺍﻳﻦ ﭘﮋﻭﻫﺶ 
ﻣﺘﻔﺎﻭﺕ ﺍﺳﺖ.
ﺍﺯ ﻃﺮﻓﻲ ﻧﺎﺩﻱ ]32[ ﻧﺸﺎﻥ ﺩﺍﺩﻩ ﺍﺳﺖ ﻛﻪ ﺑﻴﻦ ﻣﺪﻳﺮﻳﺖ 
ﺩﺍﻧﺶ ﻭ ﺳ ــﺎﺯﻣﺎﻥ ﻳﺎﺩﮔﻴﺮﻧﺪﻩ ﺩﺭ ﺩﺍﻧﺸﮕﺎﻩ ﻫﺎﻱ ﺁﺯﺍﺩ ﺍﺳﻼﻣﻲ 
ﻣﻨﻄﻘﻪ ﭼﻬﺎﺭ ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﻭﺟﻮﺩ ﺩﺍﺭﺩ. ﻣﺎﺭﺗﻴﻦ )0002( 
ﺩﺭ ﭘﮋﻭﻫﺸ ــﻲ ﺑﺎ ﻋﻨ ــﻮﺍﻥ »ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧ ــﺶ ﺩﺭ ﻣﻔﻬﻮﻣﻲ ﺍﺯ 
ﻣﺪﻳﺮﻳ ــﺖ« ﺑﻪ ﺍﻫﻤﻴﺖ ﻳﺎﺩﮔﻴﺮﻱ ﻭ ﻧﻴﺎﺯ ﺑﻪ ﺧﻠﻖ ﻓﺮﺍﻳﻨﺪﻫﺎﻳﻲ 
ﻛ ــﻪ ﺣﻤﺎﻳﺖ ﻛﻨﻨ ــﺪﻩ ﻱ ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﻭ ﺧﻠﻖ ﺩﺍﻧﺶ 
ﺳ ــﺎﺯﻣﺎﻧﻲ ﺍﺳ ــﺖ ﺗﺄﻛﻴﺪ ﻣﻲ ﻛﻨﺪ.]42[ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﺍﺯ ﺍﻳﻦ 
ﺩﻳﺪﮔﺎﻩ ﺑﺎ ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ ﺑﻪ ﻧﺘﺎﻳﺞ ﻳﻜﺴ ــﺎﻧﻲ ﺩﺳﺖ ﻳﺎﻓﺘﻪ 
ﺍﺳ ــﺖ ﻭﺁﻥ ﺍﻳﻦ ﺍﺳ ــﺖ ﻛﻪ ﺍﻳﺠ ــﺎﺩ ﺩﺍﻧ ــﺶ ﺍﺯ ﻓﺮﺍﻳﻨﺪﻫﺎﻱ 
ﺣﻤﺎﻳﺖ ﻛﻨﻨﺪﻩ ﻱ ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺍﺳﺖ. ﻭ ﺑﺎ ﺁﻥ ﺭﺍﺑﻄﻪ 
ﺩﺍﺭﺩ. ﭘﮋﻭﻫﺶ ﺩﻳﮕﺮ ﻧﺸ ــﺎﻥ ﺍﺯ ﺁﻥ ﺩﺍﺭﺩ ﻛﻪ ﻫﺪﻑ ﻣﺪﻳﺮﻳﺖ 
ﺩﺍﻧ ــﺶ، ﺍﻳﺠﺎﺩ ﻳﻜﭙﺎﺭﭼﮕﻲ ﻣﺴ ــﺘﻤﺮ ﺑﻴ ــﻦ ﺩﺍﻧﺶ ﺩﺭﻭﻧﻲ ﻭ 
ﻣﺤﻴﻄﻲ ﻭ ﺑﻪ ﻣﻨﻈﻮﺭﺣﻞ ﻣﺸ ــﻜﻼﺕ ﻣﻮﺟ ــﻮﺩ ﻭ ﻫﻤﭽﻨﻴﻦ 
ﻧﻮﺁﻭﺭﻱ ﺩﺭ ﺗﻮﺳ ــﻌﻪ ﻛﺴﺐ ﻭ ﻛﺎﺭ ﺍﺳ ــﺖ. ﺑﺮ ﺍﻳﻦ ﺍﺳﺎﺱ، 
ﺑ ــﺮﺍﻱ ﺗﺤﻘﻖ ﭼﻨﻴ ــﻦ ﻛﺎﺭﻛﺮﺩ ﻫﺎﻳﻲ ﺳ ــﺎﺯﻣﺎﻥ ﺑﺎﻳﺪ ﻣﺤﻴﻄﻲ 
ﻳﺎﺩﮔﻴﺮﺍﻧ ــﻪ ﺭﺍ ﺑﺮﺍﻱ ﺍﺭﺗﻘﺎﻱ ﻧﻴﺮﻭﻱ ﺍﻧﺴ ــﺎﻧﻴﺶ ﻓﺮﺍﻫﻢ ﻛﻨﺪ.
]52[ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﻛﺎﻣًﻼ ﻣﻨﻄﺒﻖ ﺑﺮ ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ ﺍﺳ ــﺖ 
ﻛﻪ ﭘﻴﺶ ﺷﺮﻁ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺭﺍ ﻳﺎﺩﮔﻴﺮﻱ ﻭ 
ﻣﺤﻴﻄﻲ ﻳﺎﺩﮔﻴﺮﺍﻧﻪ ﻣﻲ ﺩﺍﻧﺪ. ﺑﺮﻳﺎﻧﺖ]72[ ﺩﺭ ﭘﮋﻭﻫﺶ ﺧﻮﺩ 
ﺑﺎ ﻋﻨﻮﺍﻥ )ﻧﻘﺶ ﺭﻫﺒﺮﻱ ﺗﺤﻮﻟﻲ ﻭ ﺗﺒﺎﺩﻟﻲ ﺩﺭ ﺍﻳﺠﺎﺩ ﻭ ﺍﻧﺘﺸﺎﺭ 
ﻣﺪﻳﺮﻳ ــﺖ ﺩﺍﻧﺶ( ﺩﺭﻳﺎﻓﺖ ﻛﻪ: ﺭﺍﺑﻄﻪ ﺭﻭﺷ ــﻦ ﻭ ﻣﻌﻨﺎﺩﺍﺭﻱ 
ﺑﻴﻦ ﺭﻫﺒﺮﻱ ﺗﺤﻮﻟﻲ ﻭ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﻭﺟﻮﺩ 
ﺩﺍﺭﺩ. ﻫﻤﭽﻨﻴﻦ ﺩﺭﻳﺎﻓﺖ ﻛﻪ، ﺭﻫﺒﺮﻱ ﻣﺘﻌﻬﺪ ﻣﻤﻜﻦ ﺍﺳﺖ ﺩﺭ 
ﺍﻳﺠﺎﺩ ﻭ ﺍﻧﺘﺸﺎﺭ ﺩﺍﻧﺶ ﺩﺭ ﺳﻄﻮﺡ ﻓﺮﺩﻱ ﻭ ﮔﺮﻭﻫﻲ ﻣﺆﺛﺮﺗﺮ 
ﺑﺎﺷ ــﺪ.]72[ ﺩﺭﺍﻳﻦ ﭘﮋﻭﻫﺶ ﻧﻴﺰ ﺑﻪ ﺍﻳﻦ ﻧﺘﻴﺠﻪ ﺩﺳﺖ ﻳﺎﻓﺘﻴﻢ 
ﻛﻪ ﺗﻌﻬ ــﺪ ﻣﺪﻳﺮﻳﺖ ﺑﺮﺍﻱ ﻳﺎﺩﮔﻴﺮﻱ ﺳ ــﺎﺯﻣﺎﻧﻲ ﺑﺎ ﻣﺪﻳﺮﻳﺖ 
ﺩﺍﻧﺶ ﺭﺍﺑﻄﻪ ﺩﺍﺷ ــﺘﻪ ﻭ ﻫﺮ ﭼﻪ ﻣﺪﻳﺮﺍﻥ ﻭ ﺭﻫﺒﺮﺍﻥ ﻣﺘﻌﻬﺪﺗﺮ 
ﺑﺎﺷﻨﺪ، ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ﺑﻬﺘﺮ ﺍﺳﺘﻘﺮﺍﺭ ﻣﻲ ﻳﺎﺑﺪ.
ﺩﺭ ﻧﻬﺎﻳﺖ ﺍﻣﺮﻭﺯﻩ، ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎ ﺑﻪ ﻛﺎﺭﻛﻨﺎﻥ ﺍﺛﺮﺑﺨﺶ ﻭ 
ﻛﺎﺭ ﺁﻣﺪ ﻧﻴﺎﺯ ﺩﺍﺭﻧﺪ ﺗﺎ ﺑﺘﻮﺍﻧﻨﺪ ﺑﻪ ﺍﻫﺪﺍﻑ ﺧﻮﺩ ﺩﺭ ﺟﻬﺖ ﺭﺷﺪ 
ﻭ ﺗﻮﺳ ــﻌﻪ ﻫﻤﻪ ﺟﺎﻧﺒﻪ ﺩﺳﺖ ﻳﺎﺑﻨﺪ ﻭ ﺑﻪ ﻃﻮﺭ ﻛﻠﻲ ﻛﺎﺭﺍﻳﻲ ﻭ 
ﺍﺛﺮﺑﺨﺸﻲ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺑﻪ ﻛﺎﺭﺍﻳﻲ ﻭ ﺍﺛﺮﺑﺨﺸﻲ ﻧﻴﺮﻭﻱ ﺍﻧﺴﺎﻧﻲ 
ﻭ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺁﻥ ﺳ ــﺎﺯﻣﺎﻥ ﺑﺴ ــﺘﮕﻲ ﺩﺍﺭﺩ.ﻛﻪ ﻧﺸﺮ ﺩﺍﻧﺶ ﻭ 
ﺍﻳﺠﺎﺩ ﻣﺤﻴﻄﻲ ﻳﺎﺩﮔﻴﺮﺍﻧ ــﻪ ﺍﺯ ﻣﻬﻤﺘﺮﻳﻦ ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﻣﺆﺛﺮ ﺑﺮ 
ﺭﺍﺑﻄﻪ ﻱ ﺑﻴﻦ ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﻳﺎﺩﮔﻴﺮﻱ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﻣﺪﻳﺮﻳﺖ ﺩﺍﻧﺶ ...
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ﻋﻤﻠﻜﺮﺩ ﻛﺎﺭﻛﻨﺎﻥ ﺍﺳﺖ. ﺍﺯ ﻃﺮﻓﻲ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺑﻪ ﺩﻟﻴﻞ ﺗﻮﻟﻴﺪ 
ﺧﺪﻣﺎﺕ، ﺭﺍﺑﻄﻪ ﻧﺰﺩﻳﻚ ﺑﺎ ﻣﺸ ــﺘﺮﻱ )ﺑﻴﻤﺎﺭ(، ﻭﺍﻫﻤﻴﺘﻲ ﻛﻪ 
ﺧﺪﻣﺎﺕ ﺑﻬﺪﺍﺷ ــﺖ ﻭ ﺩﺭﻣﺎﻧﻲ ﺩﺭ ﺳ ــﻼﻣﺖ ﺟﺎﻣﻌﻪ ﺩﺍﺭﺩ ﻭ 
ﺍﻫﻤﻴﺘﻲ ﻛﻪ ﺳ ــﻼﻣﺖ ﺩﺭ ﺳ ــﻄﺢ ﺟﺎﻣﻌ ــﻪ ﺩﺍﺭﺩ ﻫﻤﭽﻨﻴﻦ ﺑﻪ 
ﻋﻠﺖ ﺍﺭﺍﺋﻪ ﺧﺪﻣﺎﺕ ﻓﻨﻲ ﺩﺭ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺑﻬﺪﺍﺷ ــﺘﻲ، ﺍﻳﻦ 
ﻧﻮﻉ ﺍﺯ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎ ﺍﺯ ﻧﻈﺮ ﻳﺎﺩ ﮔﻴﺮﻱ ﺩﺭ ﺳ ــﻄﺤﻲ ﺣﺴﺎﺱ 
ﻭﺍﺯﺟﺎﻳﮕﺎﻩ ﻭﻳﮋﻩ ﺍﻱ ﺑﺮ ﺧﻮﺭﺩﺍﺭ ﻫﺴ ــﺘﻨﺪ، ﺍﺯ ﺍﻳﻦ ﺭﻭ ﻣﺪﻳﺮﺍﻥ 
ﺩﺭ ﺳ ــﺎﺯﻣﺎﻥ ﻫﺎﻱ ﺑﻬﺪﺍﺷ ــﺘﻲ ﻭ ﺩﺭﻣﺎﻧﻲ ﻋﻠ ــﻲ ﺍﻟﺨﺼﻮﺹ 
ﺑﻴﻤﺎﺭﺳ ــﺘﺎﻥ ﻫﺎ ﺑﺎﻳﺴﺘﻲ ﺣﺮﻛﺖ ﺑﻪ ﺳ ــﻤﺖ ﻳﺎﺩﮔﻴﺮﻧﺪﻩ ﺑﻮﺩﻥ 
ﺭﺍ ﺁﻏ ــﺎﺯ ﻧﻤﺎﻳﻨﺪ. ﺩﺭ ﺣﻘﻴﻘﺖ ﺩﺭ ﭼﻨﻴﻦ ﻣﺤﻴﻄﻲ ﺍﺳ ــﺖ ﻛﻪ 
ﺧﻼﻓﻴﺖ، ﻧﻮﺁﻭﺭﻱ، ﺧﻮﺩ ﺑﺎﻭﺭﻱ ﻭ ﺑﺎﺭﻭﺭﻱ ﺍﻳﺪﻩ ﻫﺎ ﻭ ﺗﺒﺪﻳﻞ 
ﺁﻥ ﻫﺎ ﺑﻪ ﺩﺍﻧﺶ ﺻﻮﺭﺕ ﻣﻲ ﮔﻴﺮﺩ.
ﭘﻴﺸﻨﻬﺎﺩ ﻫﺎ:
ﺩﺭ ﻧﻬﺎﻳﺖ ﺟﻬﺖ ﺍﻓﺰﺍﻳﺶ ﻭ ﺍﺳﺘﻘﺮﺍﺭ ﻳﻚ ﺳﺎﺯﻣﺎﻥ ﻳﺎﺩﮔﻴﺮﻧﺪﻩ 
ﻣﻮﺍﺭﺩ ﺯﻳﺮ ﭘﻴﺸﻨﻬﺎﺩ ﻣﻲ ﮔﺮﺩﺩ.
. 1 ﺩﻳﺪﮔﺎﻩ ﺳﻴﺴ ــﺘﻤﻲ ﺩﺍﺷ ــﺘﻦ ﻭ ﻓﻀﺎﻱ ﺑ ــﺎﺯ ﻳﺎﺩﮔﻴﺮﻱ ﺩﺭ 
ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺍﻋﺘﻤﺎﺩ ﻭ ﻣﺴ ــﺌﻮﻟﻴﺖ ﭘﺬﻳﺮﻱ ﺭﺍ ﺩﺭ ﺑﻴﻦ ﺍﻓﺮﺍﺩ 
ﺳ ــﺎﺯﻣﺎﻥ ﺑﻬﺒﻮﺩ ﺑﺨﺸ ــﻴﺪﻩ ﻭ ﺍﻳﻦ ﻣﺴﺌﻮﻟﻴﺖ ﭘﺬﻳﺮﻱ ﺧﻮﺩ 
ﻣﻲ ﺗﻮﺍﻧﺪ ﻣﻨﺠﺮ ﺑﻪ ﺍﻓﺰﺍﻳﺶ ﻭ ﺑﻬﺒﻮﺩ ﻋﻤﻠﻜﺮﺩ ﮔﺮﺩﺩ.
. 1 ﺍﻫﻤﻴﺖ ﻗﺎﺋﻞ ﺷﺪﻥ ﺑﻪ ﻗﺎﺑﻠﻴﺖ ﻫﺎﻱ ﺷﺨﺼﻲ ﺍﻓﺮﺍﺩ، ﺍﺯ ﻃﺮﻑ 
ﻣﺪﻳﺮﺍﻥ ﺍﺭﺷﺪ ﺳ ــﺎﺯﻣﺎ ﻥ ﻫﺎ ﻭ ﺍﻓﺰﺍﻳﺶ ﻣﻴﺰﺍﻥ ﺗﻮﺍﻧﺎﻳﻲ ﻫﺎ ﻭ 
ﻗﺎﺑﻠﻴﺖ ﻫﺎﻱ ﻛﺎﺭﻛﻨﺎﻥ ﺯﻣﻴﻨﻪ ﺳ ــﺎﺯ ﻣﺤﻴﻄﻲ ﺍﺳﺖ ﻛﻪ ﺍﻓﺮﺍﺩ 
ﺗﻤﺎﻳﻞ ﺑﻪ ﺍﻳﺠﺎﺩ ﺧﻼﻗﻴﺖ ﻭ ﺣﻞ ﻣﺸﻜﻞ ﻣﻲ ﻧﻤﺎﻳﺪ.
. 1 ﺩﺍﺷﺘﻦ ﻳﻚ ﻫﺪﻑ ﻭ ﺁﺭﻣﺎﻥ ﻣﺸﺘﺮﻙ ﺩﺭ ﺳﺎﺯﻣﺎﻥ، ﺩﻟﮕﺮﻣﻲ 
ﺑﻴﺸ ــﺘﺮﻱ ﺑﻪ ﻛﺎﺭﻛﻨﺎﻥ ﻭ ﻣﺪﻳﺮﺍﻥ ﺩﺍﺩﻩ، ﺍﻫﺪﺍﻑ ﺷﺨﺼﻲ ﺑﺎ 
ﺍﻫﺪﺍﻑ ﺳﺎﺯﻣﺎﻧﻲ ﻳﻜﻲ ﻣﻲ ﮔﺮﺩﺩ.
. 1 ﻭﺟ ــﻮﺩ ﺗﻔﻜﺮ ﺳﻴﺴ ــﺘﻤﻲ ﺩﺭ ﺳ ــﺎﺯﻣﺎﻥ، ﻧ ــﮕﺎﻩ ﻧﻮﺋﻲ ﺑﻪ 
ﻣﺪﻳ ــﺮﺍﻥ ﺩﺍﺩﻩ، ﻧﻴﺎﺯ ﻫﺎ ﻭ ﺍﺭﺗﺒﺎﻃﺎﺕ ﺑﻴﻦ ﻭﺍﺣﺪ ﻫﺎ ﺑﻴﺸ ــﺘﺮ 
ﻣﻲ ﮔﺮﺩﺩ ﻣﺸ ــﻜﻼﺕ ﺑﻴﻦ ﺑﺨﺸ ــﻲ ﺭﺍﺣﺖ ﺗﺮ ﺣﻞ ﺷﺪﻩ، 
ﻣﺴﺌﻮﻟﻴﺖ ﭘﺬﻳﺮﻱ ﻭ ﺗﻌﻬﺪ ﺍﻓﺰﺍﻳﺶ ﻣﻲ ﻳﺎﺑﺪ.
. 1 ﻳﺎﺩﮔﻴﺮﻧ ــﺪﻩ ﺑﻮﺩﻥ ﺳ ــﺎﺯﻣﺎﻥ ﺣﺮﻛﺖ ﺑﻪ ﺳ ــﻤﺖ ﺍﻓﺰﺍﻳﺶ 
ﺍﺛﺮﺑﺨﺸ ــﻲ ﻭ ﻛﺎﺭﺍﻳﻲ ﻛﺎﺭ ﻫ ــﺎ ﺭﺍ ﺍﻓﺰﺍﻳ ــﺶ ﺩﺍﺩﻩ، ﭘﻮﻳﺎﻳﻲ 
ﺑﻴﺸﺘﺮﻱ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﺍﻳﺠﺎﺩ ﻣﻲ ﻧﻤﺎﻳﺪ.
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A Correlation Study on Organization Learning and 
Knowledge Management in Staffs in Selected Hospitals 
of Isfahan University of Medical Sciences
Yaghoubi M.1 / Karimi S.2 / Javadi M.3 / Nikbakht A.4
Introduction: Nowadays new organizations like learning organizations to be formed. The purpose 
of this research is to study the correlation between the organization learning and knowledge 
management in staffs in selected hospitals of Isfahan university of medical sciences.
Methods: This is a descriptive correlational study. The population of study is staffs of selected 
hospitals. Data gathering tools are an organization learning l (OL), and Knowledge Management 
(KM) questionnaires. Data analyzed by SPSS software.
Results: The mean and standard deviation score for OL found 38.2±22.7 among nursing managers, 
and for KM 39.9±20.1 respectively. There is a significant statistically relation between OL and 
KM.
Discussion: Since scores of organizational learning and knowledge management among staff was 
poor, and because very rapid changes in the areas of science and technology; and the increasing 
hospital managers should have planning for creating, disseminate and transmission knowledge in 
the organization.
Keywords: Organization Learning, Knowledge Management, Hospitals 
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